A study of the directors of women's residence halls in universities and colleges. by Yorita, Peggy Hiroko
Boston University
OpenBU http://open.bu.edu
Theses & Dissertations Dissertations and Theses (pre-1964)
1959
A study of the directors of women's
residence halls in universities and
colleges.
https://hdl.handle.net/2144/18010
Boston University
• 
Thes~s 
'( or\tCL,?. "". 
\9 59 
BOSTON UNIVERSITY 
SCHOOL OF EDUCATION 
Thesis 
A STUDY OF THE DIRECTORS OF 
WONEN'S RESIDENCE HALLS 
IN UNIVERSITIES AND COLLEGES 
Submitted by 
Peggy Hiroko Yorita 
(B.A., University of Hawaii, 1946) 
In Partial Fulfillment of Requirements for 
the degree of ~aster of Education 
1959 
Boston University 
School or Education 
Library; 
••• 
• 
First Reader: 
Dugald S. Arbuckle 
Professor of Education 
Second Reader: ______ ~-----------------------­Henry L. Isaksen 
Associate Professor of Education 
-ii-
• 
TABLE OF CONTENTS 
CHAPTER Page 
I o INTRODUCTION ••.• ••••••••••••••••• .- •• ~ • • • • • • • • • • • • • 1 
Purpose of Study •••••••••••••••••••••••••••••• 1 
Role of Residence Hall in Higher Education.... 1 
Historical Consideration and Present Day 
Dilemma • ........ • . • . . . • . • .. . • • . • .. .. • • • • • • • . • • . • • 3 
II. ROLE OF RESIDENCE HALL PERSONNEL ON 
THE UNIVERSITY SCENE ••••••••••••••••••••••••• , • 7 
III. RESEARCH PROCEDURE ••••••••••••••••••••••••••••••• 14 
IV. ANALYSIS OF DATA ••••••••••••••••••••••••••••.•••• 19 
General Considerations •••••••••••••••••••••••• 
Geographical location ••••••••••••••••••••••• 
Titles of those responding •••••••• ~ ••••••••• 
Total student enrollment •••••••••••••••••••• 
Type of institutions •••••••••••••••••••••••• 
Number of resident students ••••••••••••••••• 
Basic residence hall philosophy ••••••••••••• 
Administrator who selects residence hall 
perSonnel •• ·• ........... ~ .................... . 
Who confirms the selection •••••••••••••••••• 
Supply and demand of residence hall 
personn.el ••.••••.•.•..• .•...•..•......•.•• 
Availability of standards of selection •••••• 
1'1ethod of application and screening of 
residence hall personnel •••••••••••••••••• 
Titles used ••••••••••••••••••••••••••••••••• 
Status of residence hall directors •••••••••• 
Full-time or part-time residence hall 
personnel •.. .... •. ~ ......................... . 
Age of residence hall personnel ••••••••••••• 
Salary of the residence hall personnel •••••• 
Place of domicile of the residence hall 
19 
19 
20 
21 
22 
23 
24 
27 
30 
32 
33 
34 
40 
42 
43 
44 
45 
personnel...... . • . . . . . • . . • . . . . . . . . . . . . . • . . 46 
Ratio between residence hall directors and 
resident students. • • • • • • • • • .. • • • • • • • • • • • • • • 47 · 
-iii-
• • " 
CHAPTER 
nr. 
Page 
In-service-training programs for residence 
hall personnel.~·············••••••••••••• 48 
Hethods of evaluation of residence hall 
personnel •. .............. "............. .. . • 51 
Evaluators of residence hall personnel...... 52 
Notivations in seeking residence hall 
employment................................ 53 
Academic Requirement, I'Iaj or Field of Study, 
viork Experience, I<lari tal Status, Skills and 
Knollrledge. • • • • . . • • . • • . . • • . • . • • • • • . • . • • • • • • • • 55 
Degree requirement..... • • • • • • • • . • • • • • • • • • • • • 55 
Specific ms.jor field_ of study............... 56 
t.rork experience; community and professional 
organization.............................. 57 
Nari tal status. • • • • • • • • • • • • • • • • • • • • • • • • • • • • • 57' 
Skills, knowledge, and ability.............. 58 
Personality Characteristics................... 59 
Special G~ualifications, Personality Char•acterist ics 
Essential for Residence Hall Staff as Compared 
to other Personnel tiorkers. • • • • • • • • • • • • • • • .. • 61 
Nost Frequent Complaints by Residence Hall 
Personnel Regarding Students........ • • • • • • • .. 64 
Host Frequent Complaints by Residence Hall 
Personnel Regarding Their Own 1.-Iorking 
Condit ions. • • • • .. • • • • • • • • • • • • • • • • • • • • • • • • • • • • 73 
Host Frequent Complaints by Residence Hall 
Personnel Regarding Own Status.............. 80 
Trend of Administrative Thoughts Relative to 
the Standard of Preparetion, Qualifications, 
and Selection of the Residence Hall 
Personnel ........ " ......•..•..•....... • • • · • • • 84 
V. SUNHARY, CONCLUSIONS, RECONHENDATIONS •••••••••••• 93 
~tlnlDn~~J' • ••••••• ' .•••••••••••••••••••••••••••••• 
General considerationse••••~···••••••••••••• 
Academic requirements, rna jor field of study, 
·Nork experience, marital status, skills 
and knowledge ••••••.•.••••••..•••••••••.•• 
Special qualifications and personality 
characteristics or the like essential for 
residence hall staff as compared to other 
personnel workers .......................... . 
-iv-
93 
93 
99 
100 
• 
----,--
CHAPTER Page 
V. Most frequent complaints by residence hall 
APPEI\TDIX 
personnel regarding students •••••••••••••• 101 
Most frequent complaints by residence hall 
personnel regarding their own working 
conditions •••••• ~......................... 101 
Most frequent complaints by residence hall 
personnel regarding their own status •••••• 102 
The trend of administrative thoughts 
relative to the standard of preparation, 
qualifications, and selection of the 
residence hall directors •••••••••••••••••• 102 
Conclusions..................................... 103 
Recommendations ••••••••••••••••••••••••••••••• 108 
A. RESIDENCE HALL DIRECTOR QUESTIONNAIRE •••.•••.•••• 111 
B. COVERING LETTER. . . • . • • • • . . • . • . • . . . . . • . • • • . . . . . .. . • ll2 
C. LIST OF UNIVERSITIES AND COLLEGES ••••••••••••••••. 113 
BIBLIOGRAPHY.... • • • • • • .. • . • • • • • • . • • • . • • . • • • • • • • • • • • • • • • • 118 
-v-
• 
LIST OF TABLES 
Table Page 
1. Geographical Location of Responding Institutions •• l9 
2. Titles of Personnel Filling Out Questionnaire ••••• 21 
3. Size of Enrollment of Responding Institutions •••• e 22 
4. Type of Institution............................... 22 
5. Number of Women Students in Residence Halls....... 23 
6. Basic Philosophy of Residence Hall ••••••••••••••••• 24 
7. Philosophy of Residence Hall by Type of 
Institution ••••••••••••••••••••••••••••••••••••• 26 
8. Administrative Personnel who Selects Residence 
Hall Directors............. • • • • • • . • • • • • • • • • • • • • • 27 
9. Administrative Personnel or Group Confirming 
Original Selection of Residence Hall Directors •• 3l 
10. Supply and Demand of Residence Hall Positions ••••• 32 
11. Availability of Fairly Standardized Criteria of 
Standard of Selection of Residence Hall 
Directors....................... • • • • • • • • • • • • • .. • • 34: 
12. i'ilost Frequent l1ethods of Application and Screening 
of Residence Hall Directors ••••••••••••••••••••• 35 
13. Nethods of Application and Screening of Residence 
Hall Directors by Responding Institutions ••••••• 36 
14. Information Listed on Application Forms Received.. 38 
15. Titles Used for Residence Hall Personnel •••••••••• 4l 
16. Status of Residence Hall Directors ••••••••••••••••. 42 
17. Full-time and/or Part-time Residence Hall 
Directors. • • • • • • • • • • • • • • • • • • • • .. • • • • • • • • • • • • • • • • • 44 
18. Age of Residence Hall Directors ••••••••••••••••••• 44 
·-vi-· 
Table Page 
19. Salary Per Annum of Residence Hall Directors •••••• 45 
20. Place of Domicile of Residence Hall Directors ••••• 46 
21. Average Ratio Between Residence Hall Directors and 
the Resident Stu&ents ••••••••••••••••••••••••••• 47 
22. Kinds of In-Service-Training Programs for Residence 
Hall Directors as indicated by Responding 
Universities and Colleges •••••••••••••••••••••••• 48 
23. Kinds of In-Service-Training Programs •••••••••••••• 50 
24. Methods of Evaluation of Residence Hall Directors •• 51 
25. Individuals Evaluating, Appraising, or Rating the 
Residence Hall Director •••••••••••••••••••••••••• 52 
26. The Various Kinds of Motivations of Those Seeking 
Residence Hall Employment •••••••••••••••••••••••• 54 
27. Academic Degree Requirement of Residence Hall 
Director ••••••••••••••••••••••••••••••••••••••••• 55 
28. Desirable Specific l~jor Field of Study of Residence 
Hall Applicants •••••••••••••••••••••••••••••••••• 56 
29. Work Experience; Community and Professional 
Organizations of Residence Hall Personnel 
Applicants ................................. , ....••• 57 
30. Desirable i~rital Status of Residence Hall 
Applicants ••.•. .•.•••••. ~ .......•...•..•..•.. • ••• 58 
31. Desirable Skills, Knowledge, and Ability of Residence 
Hall Applicants ................................... 59 
32. Personality Characteristics Considered l•lost 
Important in Residence Hall Directors •••••••••••• 60 
33. Special Qualifications and Personality 
Characteristics Essential for the Residence Hall 
Director as Compared to other Personnel Workers. ~>2 
e.. In Terms of Intangible Personality Traits •• 6B 
34~ Special Qualifications and Personality 
Characteristics Essential for the Residence Hall 
Director as Compared to other Personnel Workers 
b. In terms of Ability, Skills, Roles, and 
Other Characteristics •••••••••••••••••••••• M 
-vii-
• 
Table Page 
35. Host Frequent Complaints or Grievances Given by 
Residence Hall Directors Regarding Students ••••• 67. 
36. Most Frequent Complaints or Grievances Given by 
Residence Hall Directors Regarding Working 
Conditions ......................................... 75 
37. Most Frequent Complaints or Grievances Given by 
Residence Hall Directors Regarding Their Own 
Status. • • • • • • • • • • • • • • • • • • • • • • • • • • • .. • • • • • • • • • • • • • so: 
38. The Trend of Administrative Thoughts Relative to 
the Standard of Preparation, Qualifications and 
Selection of Residence Hall Directors ••••••••••• 86 
-viii-
CHAPTER ·r 
INTRODUCTION 
~9 Purpose of Si:;udy 
The ~~~ose of this study is three-fold: 
1. To investigate the eurrent.stat~s in terms of 
hiring, .salary, age, training, academic background, 
work experience, personali~y characteristics and 
' 
other qualifications of the women1 s residence hall 
directors of the various universities and colleges 
in the United States. 
2. Tr;> 1nvestigat~ the com.plaintf; and grievances voiced 
by the women's residence hall directors in the 
.various aspects of their position .. 
J. To 1nvest1g~te the trend of administrative thought 
of t:ttose in the position of·:selecting the women 1 s •. 
ret?~d;.encehall.. directors· in terms of residenee·hall 
philol;lOphy and personnel.·· 
2. Role of Residence Hall in Higher Education 
Since the advent of the Student Personnel movement, 
much has been written and discussed in this field primarily 
as it relates to vocational guidance, counseling, testing,· 
and student activities. 
BoDton Univara1t~ 
School o~~ucation 
Library; 
~· 
'''!'·' 
However, comparatively little has been written concerning 
the important part the residence hall living and its starr' 
personnel can serve as socialand personal education for the 
student in residence. 
Arbuckle states that for the student who lives on the 
campus, the residence halls may offer a major learning 
experience in social living. The dormitory may be the most 
important factor in the social education of the student, qr 11! 
it may merely be a place where the student must stay. 
The responsibilities assumed by the institutions of 
higher learning of educating the "whole person11 - the 
. . 
student personnel point of view encompasses the student as 
a whole - are such that this writer feels that the living 
unit on campus can be the greatest educational factor of y 
the many experiences of students who live on campus. 
The classroom occupies only one aspect of the student 
the intellectual. All other phases of the student 1 s 
growth and development reflected and influenced by the 
forces within the residence hall .• 
iJ Dugald S. Arbuckle, Student Personnel Services in Higher 
Education 1 McGraw-Hill Book Company, 1953, p. 202. 
Y American Council on Education Studies, Series VI, The 
Student Personnel Point of View, Student Personnel Work,. 
Number 13, Washington, D. C., Volume XIII, September; 1949, 
. p. 1. 
The college or university of today must meet its obligation 
of "educating" the student in the residence halls by providing 
more than room and board. The entire philosophy of the 
university must permeate through every phase of student life. 
"The provision of shelter is an obvious function of 
any Q.ormitory, but its educational potentialities go 
far beyond this primary function. The fulfillment of 
these potentialities, of course, places continual 
demands on the personal skill and energy of staff 
members ....... 
The educational values in housing programs must not 
be left to chance if the tremendous investment of 
property and human energy is to be justified • 11 1/ 
Education embraces all of optimum growth for each 
student, and since growth is all living, what happens in the 
residence hall is of vital concern in the universities. It 
is imperative that residence hall administrators stand side 
by side with those planning academic programs and act as 
partners in attaining the educational goals of the university. 
3. Historical Consideration and Present Day Dilemma 
When the first universities were established in the 
middle ages, they were concerned only with the intellectual and 
spiritual life of the students. 
i/ National Association of Women Deans and Counselors, A 
Department of the National Education Association, The 
Residence Hall for Students, 1957, pp. 1-6 
The early institutions were in a sense non-material; the 
professors would have been astonished at the notion that they 
should feel any sense of responsibility for student welfare, 
ll 
much less for student housing. However, the English 
college was a social unit, bearing and transmitting a 
cultural tradition through the forms and activities of 
daily life as well as through academic studies. y 
Although the first colleges in America - Harvard and 
Yale - were based essentially upon the English plan, there 
seemed to be a contradictory modification in the emphasis 
on campus living by the introduction of the State 
Universities which followed the continental European plan. 
The impact of two conflicting philosophies on the American 
educational development, with its own unique conditions 
produced a pattern which is typically American- a pattern 
in which at least some of the students of the university 
are provided with shelter and with some social control by 
the university, but in which the social life of the 
residence hall is thought of as distinct and separate from 
the intellectual life of classroom and laboratory. 11 
Furthermore, the concept of education was broadened to 
include attention to the student's well-rounded development -
physical, social, emotional, spiritual, as well as intellectual. 
1.1 American Council on Education Studies, Series VI, Housing 
of Students, Student Personnel Work, Number 14, Washington, 
D. c., Volume XIV, July, 1950, p. 1. 
'5:./ Op, Cit., p. 2. 
J./ Ibid • ' p • 2 • 
This shift in emPhasis to the vital concern for the 
individual's welfare outside his classroom greatly affected 
the educator's concern for .the students• living quarters on 
campus. Unfortunately, however, the need for an 
administration guided by a co~rehensive educational 
JJ 
philosophy has not been generally fulfilled. Budget-
wise~ building ana. maintaining residence halls and staffing 
them for onlY a portion of the student body seems not too 
feasible. There seems to be a continual struggle between . 
the fiscal administration officers wishing to "cut down 
costs" and the educational officers wishing to maintain 
the housing_function as part of its total educational effort 
and staff the'halls accordingly. According to the researchers 
in this fie;I.Cl! 
11 The writers are aware that the common business 
.·practice in American colleges and universities is to 
allocate money to be spent for house programs most 
'grudgingly al:ld. to supervise its expenditure down to 
the last penny. Such practices are lamentable because 
- they. indicate that certain college authorities have · 
··:not yet recognized the. educational values of' the house 
plan concept and also because they suggest that residence 
halls exist primarily for revenue purposes • 11£/ . 
The concept of student housi~_theoretically ran the 
gamut of changing ideals of educational philosophy. However, 
depe~ihg upon each university's basic operating policy'. 
different emphases are diseernable. 
ll Ib1d .. ~ p-~ 4. 
gj ~1d~, p. 28. 
Where economic conditions necessitate only bare essentials, 
professional services have been trimmed, physical comfort 
curtailed, and program modified. Those universities whose 
ideals are on purely academic emphasis may neglect the social. 
and emotional needs of the students in residence. 
This writer views university housing and all its 
ramifications as a definite educational ~ction of higher 
education, and assumes that the university has the 
responsibilitY' of providing maximum aid in academic endeavor 
. as well as professional services in the area of emotional, 
spiritual, physical, mental, and social growth:. 
"The educated man must be the product of total 
life experience; the statement implies that formal 
instruction can onl;r be part of an educational·program, 
broadly conceived. The best instrument yet·devised 
for filling in such a broad program is a student 
residential system which is a part of the total 
educational plan of the institution •••• If the proper 
recognition of the importance of student housing to 
higher education ever becomes a universal reality, 
it will mark not o:nJ.y the greatest change in student· 
personnel administration in the history of higher 
education in America, but also will represent a basic 
change in American educational philosophy as well. 11 .ll 
l/ Ibid., pp. 1, lB. 
·CHAPTER II 
ROLE OF RESIDENCE HALL PERSONNEL ON THE UNIVERSITY SCENE 
The single most potent factor in realizing the basic 
philosophy of education of the resident student rests on 
the quality, attitude, training, and action of the residence 
hall staff. Basically, the qualifications, background, and 
training of the residence hall staff will necessarily have 
to reflect the basic philosophy of the institution and its 
concept of its campus living. What the university 
administrative staff views as the place and function of 
the residence hall staff will determine the quality, dutie's 
and renumeration of these personnel. 
The situation on the average American campus today 
seems to indicate little progress as far as the 
professionalism of the residence hall staff is concerned. 
Arbuckle states that as noticeable as the lack of physical 
facilities is the lack of trained personnel to staff the 
JJ 
college dormitories. Russell claims that the program 
of the residence hall stands or falls with the ability of, y 
the resident counselor. 
1./0p • cit • ' p • 208 
g/John Dale Russell, Student Personnel Services in Colleges, 
University of Chicago Press, 1941, p. 204. 
• 
.
. ' 
' ' 
' 
.. 
0008 
The heads of residence halls have not yet found general 
acceptance as professional members of the college community 
nor has their position been accorded the respect to which 
its importance entitles it. Because such positions have 
too often been looked upon as necessary yet somewhat 
parasitic features of the budget, it has been difficult for 
many colleges to find the proper persons for such assignments. 
In theory at least, most writers seem to agree on the 
importance of professional personnel workers to staff the 
residence halls. c. Gilbert Wrenn states that in order to 
"teach" in this social curriculum, dorm counselors should 
- -have acquired background in psychology, group work theory, 
counseling techniques, parliamentary procedure, and other 
professional subjects equal to a Master 1 s degree in 
11 
specialization.. In view of this specialized preparatidn 
for their work, they should have equal status with faculty 
members in the classroom. The National Vocational Guidance 
Associati~n outlines the training recommended for residence 
counselors consisting of a Master 1 s degree in counseling.and 
guidance, student personnel workJ psychology, social science 
studies or education. Orme claims that a college education 
is essential for the head of residence; in addition, she 
should have, or be working toward, professional preparation 
such as that represented by a Master's degree in the field 
gJ 
of student personnel work • 
lf C. Gilbert to!renn, Student Personnel Hork in College, ·The 
Ronald Press Company, New York, 1951, p. ~10. 
gj. Rhoda Orme, Counseling in the Residence Hall, Teachers 
College, Columbia University, New York, 1950, P• 128. 
• 
--~ 
{)()09 
Today, a large majority of our college administrations in all 
parts of the country have found it advantageous to employ 
staff personnel with some degree of experience and professional 
.ll 
tra~ning. Arbuckle states that there is first the absolute 
necessity that all housing workers be true personnel workers, 
who have the edu~ative aspects of housing uppermost in their y 
minds. 
According to Ricker, the main reason f_or the difficulty 
of hiring and maintaining professional residence hall personnel 
is the wide variety and multiple duties expected of them. JJ 
There seems to be considerable controversy as to the precise 
nomenclature or classif~cation with its attended qualification 
necessary· for the residence hall staff position. There. are 
diversity of responsibilities and the versatility of 
activities in the daily lives of the staff. Usually their 
experienc~encompass every aspect of human life. However, 
analyzing the problem further, the residence hall staff member 
finds herself under a definite and limited sphere - the 
university community. Essentially, therefore, she has 
certain discernable major responsibilities, and of course, 
many minor undefinable ones as in any position. 
1/National Association of Women Deans and Counselors, op. cit., 
p. 26. 
gjOp, cit., p. 223 
.1/Harold c. Ricker, Planning Functional College Housing, 
Bureau of Publications, Teachers College, Columbia University, 
New York, 1956. 
The writer feels that the phil.osophical consideration of 
classifying the residence hall staff essentially stems from 
the very basic situation - the university.. Therefore, she 
is first and foremost an educator, a teacher, or more currently 
called student personnel worker.. The pr~sence of the need : 
for proper functioning of limited budget, of enforcement of: 
rules and policies, of keeping personnel records, of seeing 
the smooth functioning of the maintenance and food service,! 
of co-ordinating student groups within the hall call for 
good administrative ability.. Therefore, she must be a 
competent organizer, administrator and executive.. The very 
nature of her role as a personnel worker among the group of 
college students signifies her role as a counselor to 
individual students and a group worker to the groups. Her , 
.. 
role as counselor with certain t~chnical and profe.ssional 
knowledge is vital .. She needs some knowledge of.group work 
principles, group dynamics, and parliamentary procedure if : 
she is to be a competent advisor to her student group. 
The writer feels that of all the personnel workers in 
higher education, the residence.hall staff posit~ons call 
for the most varied and diversified personal and professio:Q.al 
I 
qualifications over and beyond the· technical and professional 
knowledge of psychology and education·~ Its duties and 
responsibilities demand much in terms of personal ~ntangible 
qualities such as emotional stability, stamina,'.patience, 
good judgment, resourcefulness and intelligence. 
not1. 
As in all other situations of dealing tlith huma.n beings, there 
is no magic formula whereby one can pinpoint the·essential 
qualities an ideal residence hall personnel should possess. 
Intellectual knowledge without the desirable personality 
traits is as ineffectual as desirable personal characteristics 
without any understanding of the basic principles involved .. 
"It is an open quef?tion whether the training of 
the staff is as important as the personal ch8.racterist1cs 
which each member of the staff must bring to his job. 
No amount of training will succeed if the staff member 
has no genuine interest in young people and no aptitude 
for helping them grow. • •••• it should likewise be 
understood that, given the right kind of person for 
assignment to a residence hall administrative post, his 
success may be assured with much more certainty if he 
is trained for his job." 1/ 
The problem of professional preparation and standards 
for residence hall staff personnel is a big problem which 
would run the gamut of consideration as any profession such 
as a lawyer, a physician, or an engineer. Should there be 
consistent core courses? Should there be supervised 
internship training? Should there be specialized.fields 
of concentration? What are the basic standards or criteria 
necessary? What are the instruments needed to determine tne 
existence of desired qualification? These are some of the 
more basic questions which need serious consideration. 
lJ American Council on Education Studies, Series VI, Housing 
of Students, op cit., p. 37. 
, 
The American Council on Education may eventually wish to set 
up an examination to determine competency rather than assume 
that exposure to courses guarantees it. Basic habits of 
thinking about human beings from a consistent scientific po1nt 
of view: actual skill in performance of fundamental personnel 
# • .J.I . 
functions are the goals at which we should aim. There 
is a crying need for the national organizations in the 
educational and personnel fi'elds to systematically study and 
determine highly professional standards, preparations, and 
training of the residence hall personnel. 
The basic problems of the selection of the most desired 
and qualified residence hall workers is the biggest problem 
among residence hall administrators of all universities and 
colleges. Just what set of professional and educational, 
training, background, experience, and personality 
characteristics produce the most effective residence hall 
workers? Of course, a qualified personnel alone cannot do an 
effective job until her working philosophy, working conditions, 
and co~workers are all up to the professional standards too. 
The writer feels that furthermore, there is a need for 
consistent elevation of the professionalism of the residence 
hall personnel in terms of salary, responsibilities, staff-
student ratio, in-service training, privileges of further 
growth and competence, evaluation of personnel and 
responsibilities, consistent research· in personnel problems, etc. 
i/ Gordon V. Anderson, "Professional Standards and Training 
for College Personnel 1-lqrkers 11 , Educational and Psychological 
Measurement, Volume 8, 1948. _ 
Status of residence hall personnel in university community 
Number of part-time and full-time personnel 
Age 
Policy of living quarters 
Salary 
' 
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4. Residence hall staf:f'personnel conwlaints and 
grievances of the various aspects of their position 
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standard of preparation, qualification and selection 
of staff 
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~~ 
CHAPTER III 
RESEARCH PROCEDURE 
To find out the facts of the general situation of the 
status of the women's residence hall personnel in the American 
university scene today, tne writer devised a questionnaire. 
There was no deliberate effort made to inquire about duties: 
and responsibilities, specific training, or professional 
standards. 
Questions asked were on the following general areas: 
1. General. university information 
person .·filli:og out questionnaire 
Enrollment 
Type of institution 
2. General resi,dence hall information ... Administrativ~ 
considerations 
Number of women resident1·:Students 
Basic philosophy of residence hall living 
Who selects and confirms residence hall directors 
Supply and demand of the residence hall directo"r 1 s 
position 
Use of standardized criteria or standards of selection 
Method of application and selection 
3. Residence hall personnel information 
Titles used 
Letters were written to the American Personnel and E jtt1:5 
Guidance Association; American Council on Education; Federal 
Security Agency, Office of Education; National Association 
of Deans of Women; Department of Higher Education, National 
Education Association; Association of College and University: 
Housing Officers, for information, previous studies on this 
subject, and bibliography lists .. 
Many available books and literature on the subject of 
campus housing and its personnel were scanned. Questions 
were then devised according to the wr1ter1 s consideration 
of the important phases of the residence hall personnel 
position .. 
As the writer is a member of the professional staff in 
residence, the questionnaire was shown to. her colleagues for: 
' 
revision and comment.· It was also submitted tb a statistical 
! 
expert to be edited. Finally, it was submitted to the "Seminar 
in Guidance and Counseling" class, compos.ed of fellow I1aster 1 s 
candidates • 
. After several revisions, rewriting and general editing, 
250 copies of the three-page questionnaire (see Appendix A) 
were printed. A covering letter (see Appendix B) was writteh, 
and 250 copies were also printed., 
Since the writer is well aware of the many individuals ~ 
with varying kinds and degrees of responsibilities in the 
residence halls, a clearer line of demarcation needed to be 
drawn as to what personnel were essentially included in the 
survey .. 
-------
00116 
As is necessary when any organization becomes more complex 
as it increases in size, present day residence halls in the. 
United States are more and more calling for specialized 
personnel. Although ideally any staff member from the maid$ 
and cooks up to the administrative staff should be "personnel-
minded", the writer limited the survey to the woman residence hall 
-
personnel who (1) is an individual in charge of the direction of 
a living unit or house who administers matters pertaining to her 
living unit as well as works with resident students individually 
and as a group; (2) selected by the university administrators and 
·' 
responsible to them; (3) carries out her duties as outlined bY the 
universityo This may include heads of sorority houses or non-
university owned houses. However, this exluded undergraduate 
student counselors, maids, elevator boys, etc. The writer would 
like to emphasize that to the extent that every experience 1:n the 
residence hall should be an educational experience for the student, 
every person WhO comeS in contact With the student should contri-
bute to the students• growth. 
Staff titles and the attended duties and responsibilities 
differ from institution to institution. However, the writer" 
called the survey, Residence Hall Director Questionnaire. 
A large residence hall may have a head resident, an 
assistant head resident' a resident counselor' and those in 1 
charge of physical maintenance, dietitian, secretary, communica-
tions personnel a.s well as maids, cooks, elevator boys, etc •• 
•• 
A smaller house may have a director and a graduate assistant .. 
In either case, those dealing directly with students as 
individuals or in groups should be well qualified in terms of 
professional and personal qualifications. The writer feelsi 
that there is value only to the extent that the residence 
halls are an integral part of the institution, a:nd the 
consideration of the impro~ement of standards of the personnel 
be consistent with the basic educational philosophy of the : 
institution. Therefore, the administrators who screen, and 
virtualiy sEHect 'the residence hall staff were asked to fill 
out the questionnaire. 
Furthermore, the answers sought were essentially l'Jhat 1 
the housing .administrators use as basic considerations in 
determining the residence hall personnel who are carrying 
out the institution1 s purposes, aims and philosophy. In 
I 
other words, except for several questions specifically asking 
for opinions and ideals, the questionnaire essentially sought 
the situation as it stands today. 
In order to get a composite picture of the entire United 
States as best as possible, the writer selected 200 univer;sities 
and colleges, including Alaska, Hawaii, Puerto Rico, and 
t-lashington, D. c. The six regional accredited associations 
in the United States, namely, Middle States, New England States, 
North Central States, Northwest States, Southern States, 
Western States were used as a basis for proportional distxribution 
of the number of universities and colleges selected • 
Appendix C) 
(See 
i 
n~t1.8 
The American Council on Education publication of American 
Universities and Colleges :was used as a reference book., All 
colleges and universities selected are accredited by the 
regional accrediting associations, and all indicated the 
presence of residence halls for women9 
Because of the tremendous differences in numbers of 
colleges and universities between each state listed in the • 
manual, an equal proportion according to the number of states 
represented in each of the six geographical regions was 
determined., Hence, for example in many cases, more colleges 
were chosen from'one state than another within the same 
re.gion, but every .state had at least one university represE!lnted. 
On November 15, 1958, the questlo:rmaire, the covering. 
letter and a stamped, self-addressed envelope were mailed 
with instructions to return by December 6, 1958. All mail: 
was addressed to the Director of Student Housing, hoping 
that proper referrals to respective appropriate administrative 
personnel be made depending on each university. On December 
I 
10, 1958, 112 follow-up letters were mailed reminding hous~ng 
officials to return completed questionnaires. 
CHAPTER IV 
ANALYSIS OF DATA 
1. General Considerations 
Geographical location .. -- Out of the 200 Residence Hall 
Director Questionnaires mailed out to the various univers~ties 
and colleges all over the United States and its possessio:ris 
(Table 1), 115 forms or 57 per cent were returned. 
Table 1. Geographical Location of Responding Institutions . 
Questionnaires Questionnaires P~rcent 
Sent Returned Returned blv Region 
Number of Percent· Percent Geographical States Number of To- Number of Total Percent Location Repre- tal Sent· B.eturned sented 
(1) (2) c-=n 141 _( S1 (61 (?) 
I 
New England States •• 6 '2.3 11 12 10 52 
Middle States ••••••• 7 26 1.3 15 1.3 57 
Southern States ••• Q~ 11 48 21 28 24 :58 
North Central States. 19 74 37 41 36 55 
Northwest States •••• 5 15 10 10 9 66 
Western States •••••• 4 14 8 9 8 64 
Total •••••••••• 52* 200 100 115 100 
: .. 
*Including Hawaii, Puerto Rico, \-lashington, D. c. 
The highest percentage returned was from the Northwe.stern 
institutions with 66 percent returned, whereas the New England 
universities and colleges were the lowest with 52 percent: 
returned. 
~~\~0 
l The next largest regional return was from the Western stat.es. 
Generally, the western universities and colleges were most! 
responsive and the New England institutions least responsive, 
with the Southern States responding moderately to this su~~ey. 
According to the percent of returned questionnaires b!y 
region as compared to the percent sent out, the proportioti is 
almost identical; 11 percent of total sent to the New Eng~and 
' 
schools and ten percent or total schools responded; 13 pe:dcent 
sent to the Middle States schools and 13 percent respondect·; 
21 percent sent to Southern States schools and 24 percent : 
' I 
I 
responded; 37 percent sent to North Central States schools 
i 
and 36 percent responded; ten percent sent to the Northweat 
I 
States schools and nine percent responded; eight percent ~ent 
to the l1Iestern States schools and eight percent responded~ 
Titles of those respondipg.-- The questionnaire specifically 
asked that the administrator who had an active part in th~ 
screening and selecting the residence hall personnel should 
I 
' fill out the questions. The writer felt that the person in 
I 
this position is usually the vital personnel in making th~ 
decision as to how th·e basic residence hall philosophy of each 
institution will actually be implemented. This administr~tor 
I 
has the responsibility for seeing that those applying fori 
I 
! 
residence hall positions are properly screened according to 
I 
the basic qualifications, training, preparation and other, 
i desirable qualities necessary to the realization of the various 
,. 
purposes, aims, and goals of the University. 
----------
According to Table 2, 50 percent of those who filled out the 
questionnaire were Deans of Women or Assistants to Deans of 
Women. In fact, all others, 97 percent of responses, were 
from the "personnel or policy administrators 11 • However, 
only three percent of the responding institutions indicated 
selection of housing personnel as being in the hands of the 
11 budget personnel" or specifically, the Business Manager. 
Table 2. ·Titles of Personnel Filling Out Questionnaire 
Titles of Personnel 
(1} 
Dean of 1-iomen (Acting, Associate 
or Assistant) ............ ~ ........ . 
Director or Dean of Residence or 
Housing or Dormitories ........... . 
Dean or Director of Students or 
Student Affairs or Student Life ... 
\AI omen's Counselor·; Director of 
Counseling •••••••••••••• •· ......... . 
Business Manager (Associate) .... .. 
I1anager or,Supervisor of 
Women's R~sid~nce Hall ............ . 
*Others ••••• ~.~~·········•·•••••• 
Total •....•• ·~ .....•. • ~ · • · • · • • • 
Number Percent of Total Returned Returned 
(2) L3l 
57 50 
25 21 
17 0 14 
4 4 
3 3 
g 3 5 
115 100 
*Registrar, Director of Guidance~ Dean, Warden, Director 
Auxiliary Enterprise, no titlesJ 
Total student enrollment.-- Table 3 shows that the 
greatest number of universities represented in this survey 
had a total student enrollment of between 1,001 to 3,000 
students. 
Fifty percent of the schools represented had a total 
enrollment of fewer than 3,000 students. Only about five 
percent of the institutions represented were from the 
11 larger institut.ions 11 of over 15,000 students. 
Table 3. Size of Emoollment of Responding 
Institutions 
Size of Enrollment Number Percen (Total .Enrollment) t 
(1) (2} ('3) 
Under 1,000 Students •••• 28 24 
1,001 - 3, 000 Students .•• 30 26 
:3,001 - 6,000 Studentso .. 18 16 
6,001 - 9,000 Students •• 19 17 
9,001 - 12,000 Students. 8 7 
12,001 - 15,000 Students 6 5 
15,001 - 18,000 Students 1 1 
18,001 - 21,000 Students 1 1 
Over ?l,ooo ............. ~ •• . -· 4 1 
"Total.G···~········ 115 100 
-
Type of institutions.-- Table 4 shows that 51 institutions 
or 44 percent of all respond:ing schools in the survey are 
1 
public institutions; whereas the private-denominational and 
private-nondenominational schools are equally divided, wiiph 
32 institutions of each type responding. 
Table 4 .. Type of Institution 
Type of Institution Number Percent 
(1) (2} (3) 
Private, denominational ........ :32 28 
Private; non-denominational ••• :32 28 
Public ...................... e •.•••••• 51 44 
Total •••••••••••••••••••• 11.5 100 
Number of resident students .• -- The number of resident· 
students is determined basically by: 1. the number of students 
enrolled in the schOol, 2. the housing policy of the unive:rsity, 
3. the availability of housing accommodations of the university 
or college. 
The greatest number of responding institutions have 
betwe.en 201 and. 400 resident students. In· fact, almost so: 
percent of the responding institutions have between 201 and 
600 women students in :residence.. There are four schools W'i th 
fewer than 50 and three schools with over 3,000 resident 
students. (See table 5.) 
Table 5. Number of Women Students in Residence Halls 
Number of tiomeri Students Number of Percent of ' 
.Institutions Total Institutions 
(1) (2) ('3) 
Under 50 students •• Q•••••• 4 4 
51 - 200 students .......... 12 11 
201 - 400 students •••••••• 30 26 
401 
-
600 students •••••••• 25 21 
601 
-
800 students ......... 7 6 
801 - 1,000 students •••••• 11 9 : 
1,001 - 1., 200 students ..... 6 5 
1,201 ;.;. 1,400 students •••• 7 6 
1,401 - 1,600 students ..... 4 4 ! 
1,601 
- 1,800 students ..... 0 0 I 
1,801 
-
2,000 students •••• 0 0 I 
2,001 
-
2,200 students •••• 4 4 
2,201 - 2,400 stp.dents •••• l· l ' 
2,401 - 2,6oo students ..... 0 0 
2,601 
-
2,800 stuaents •••• 1 1 
2,801 - 3,000 st'!ldents ...... () 0 
Over 3,000 students ........ 3 2 > : ' ' . . 
Total ••••• ~; .......... 115 100. 
! 
Basic residence hall philosophy.-- The exact role wh~ch. 
the residence hall plays in the university or college 
community depeilds primarily upon the basic policy 1 purposes 1 
and aims of the institution. As indicated earlier, the 
' 
present day dilemma so far as housing is concerned seems to 
be general acceptance of the student personnel ~oint of 
view in theory, but with inconsistency in practice because 
of economic pressures • Many insti tut;tons are as yet not 1 • 
I 
wholly consistent in providing adequate facilities, personnel, 
and program to carry out stated policy. 
Table 6 indicates that at least 90 responding universities 
i 
and colleges claim that they have the student personnel 
philosophy in their residence halls. 
Table 6. Basic Philosophy of Residence Hall 
Basic Philosophy of Residence Hall 
{1) 
Student Per.sonnel 
Student P.ersonnel •••••••••••••••••• 
Student Personnel -.Academic ••••••• 
Student Personnel- ~~nagerialQ$••• 
Student Personnel -Disciplinary ••• 
Student Personnel - Academic -
Disciplinary ••••••••••••••••••••••• 
Student Personnel - Academic -
Managerial- Disciplinary .......... . 
Academic 
Academic ••••••••• 4~···••••••••••••• 
Academic~ Student Personnel ••••••• 
Academic- Disciplinary ••••••••••• ~ 
Academic ~ Student Personnel -
Disciplinary ••. ~ .•••• · ................ . 
Academic - Managerial -
Disciplinary •• ·,. ..................... . 
Academic - Student Personnel -
I1anagerial - Disciplinary •••••••••• ; 
(concluded on next page). 
' ·• . 
• 
• 
Table 6. (concluded) 
Basic Philosophy of Residence Hall· Frequency Frequency Sub-Total Total · 
(1) 
Disciplinary 
Disciplinary •••••••••• ; •••••••••••• 
Disciplinary - Academic ........... .. 
Disciplinary- Student Personnel ••• 
Disciplinary - Student Personnel -
Academic ••••.•••••••••.••••••••••• o 
Disciplinary - Academic -
(2) 
10 
2 
1 
1 
Nanageria1. • • • .. • • • • • • .. • .. .. • ..... • • • • • • • 1 
Disciplinary - Student Personnel -
Academic - lYianagerial.................. 1 
Managerial 
I~Ianagerial ........................... . 
Managerial -Student Personnel ..... . 
Managerial - Academic -
Disciplinary ••••••••• Q••·••·•·••••• 
Managerial - Student Personnel.-
Academic- Disciplinary •••••••• ~ ••• 
Total • ................... ~ .........• 
2 
1 
1 
1 
134 
(3) 
16 
5 
134 
Out of this total, 12 institutions claim other emphases as 
well--academic, managerial, or disciplinary. There e.re two 
institutions which consider an academic philosophy, 10 
institutions a disciplinary philosophy, and two a managerial 
philosophy as equally important as student personnel. Table 6 
i 
shows the number of institutions which have combination 
emphasis under the four main headings listed on the questionnaire. 
In practice, the line of demarcation between these four 
expressed philosophies--student personnel, academic, managerial, 
and disciplinary, seems to be difficult to distinguish. 
["'€'Of.:' (, : .... ~ '~~ ... ··!: 
Table 7 shows the basic philosophies of the residence 
halls of the responding universities and colleges by the 
type of school. 
Table 7. Philosophy of Residence Hall by Type of Institution 
Phil~sophy 
(1) 
Student Personnel ••••••••• 
Disciplinary • ., ............. . 
Academic ........... ~ ••••••• ~ 
Managerial •••••••••••••••• 
Student Personnel -
Academic ••••••••••••• ~ •••• 
Academic -Disciplinary ••• 
Academic - Managerial -
Disciplinary •••••••••••••• 
Student Personnel -
Managerial ........ · .......... .. 
Student Personnel -
Disciplinary ••••••• · ........ .. 
Student Personnel -
Academic - Disciplinaryo •• 
Student Personnel - · 
Disciplinary - Academic -
Managerial ................ ·• · .. . 
Total ................ . 
Private -
De no min-
"' .... ~ ............ ,, 
Fre- ·Per-
quency cent 
(2) (1) 
21 66 
s 16 
2 6 
l 3 
l 
1 
1 
0 
0 
0 
0 
32 
3 
3 
.3 
0 
0 
0 
0 
100 
Type of School 
Private -
Non-Denom-
. 'll"'~.+."i (\l"'~1 
Fre- Per-
quency cent 
(4) (')) 
22 ?0 
.3 9 
l 3 
0 0 
3 
1 
0 
1 
1 
0 
0 
32 
9 
3 
0 
3 
3 
0 
0 
100 
Public 
Fre-
quency 
(6) 
36 
l 
? 
1. 
4 
0 
0 
0 
0 
1 
1 
51 
Most significant is the fact that in each type of school, the 
student personnel emphasis is well above.the 50 percent mark, 
with the public institutions·showingalmost a 75 .Percent markt 
The private-denominational institutions provide the largest 
percentage of the schools.which claim their disciplinary 
philosophy as major residenc~hall emphasis. This seems 
consistent with basic religious emphasis in most denominational 
policies. 
Per-
cent 
(?) 
?l 
2 
1.3 
2 
8 
0 
0 
.0 
0 
2 
2 
100 
Eight institutions have .specifically noted on the 
questionnaires that food is not provided in their residence 
hall program. 
Administrator who selects residence hall personnel.--: 
The personnel policy of universities and colleges differs 
from school to school. Usually, there are several broad 
classes or categories of personnel status and policy, each 
having different standards with their attendant privileges 
and status--administration, teaching faculty, non-teaching 
professionals, white-collar staff, and blue-collar staff. 
Broad policies and standards are usually decided upon by the 
top administrative body.;...-state board, board of trustees, 
council of deans, etc. However, the responsibility of actual 
screening and selection is usually delegated to the department 
head or department committee of respective divisions in the 
university community. Many public institutions must also !. 
comply with techilical regulations set forth by the state or 
municipel governments. As shown on Table 8, the Dean of 
Women is most frequently mentioned as the one responsible 
for the screening and selection of the residence hall personnel. 
Table 8 .. Administrative Personnel Who·Selects Residence Hall D:trectors 
Administrative Personnel Frequency Frequency Pe~cent Sub-Total Total 
(1) (21 (3J (4) 
Dean of t'lomen 86 57 
Dean of t·lomen ••• ,. ...................... 58 
Dean of Women - Director of Housing. 14 
Dean of Homen - President 4 
(contin~ed on next page) 
Table 8. (continued) 
Administrative Personnel 
(1) 
Dean of vlomen -
Dean of Student Personnel ............. ~ 
Dean of l.J'omen - Director of Housing -
Dean of Student Personnel •••• 9 • · ...... . 
Dean of Women - Director of Housing • 
. Dean ·or Student Personnel -
Busine.ss Nanager •••••••••• ~ •••••••••• 
Dean of Women- Business Manager • .- ... . 
Dean of Women ... Dean of College ..... .. 
Dean of tiomen -
Dean of Student Personnel -
Dean of Faculty •• ~ ........................ . 
Director of Housing 
Frequency 
Sub-Total 
; 
(2) 
3 
2 
2 
1 
l 
1 
Director of Housing ................. ~ .. . 
·13 
Director of Housing - Dean of Women,.. 
Director of Housing - Dean of t>lomen .;;: 
Dean of Student Personnel ............ . 
Director of Housing - Dean of Women ~ 
Dean of Student·Personnel-
Business Manager .••••••••• :., ... ·~ ......... . 
Director of Housing - · 
D.ean of Student Personnel .......... ~ .. .. 
Dean of Student Personnel 
Dean of Student Personnel ............ . 
Dean of Student Personnel -
Dean of t'lomen •••••• ~ .................. . 
Dean of Student Personnel -
Director of Housing -
Dean of t'lomen - Business Manager ••••• 
Dean of Student Personnel -
Dean of Women - Director of Housing. 
Dean of Student Personnel -
Director of Housing .................. . 
Dean of Student Personnel -
Business ·Manager .......................... .. 
Dean of Student Personnel -
Dean of Women- Dean of Faculty ••••• 
President of College 
President ........................... . 
President - Dean of t-Iomen ••••••• 9 •••• 
14·· 
2 
.. 
2 
1 
8 
J 
2 
2 
l 
l 
l 
4 
4 
(concluded on next page) 
Frequency 
Total 
l3J 
32 
18 
8 
(I ... P·2' ;~ 
. '~~ ... (:) 
Petcent 
(4) 
12 
! 6 
e. Table 8. (concluded) 
Administrative Personnel !Frequency Frequency Petcent ~ub-Total Total 
( 1) (2) ('3) {4) 
Business Manager 4 2 
Business I"'anager - Dean of Women -
Director of Housing -
Dean of Student Personnel •••••••••••• 2 
' 
Business Manager -
Dean of Student Personnel ................ 1 ' 
Business. l"lanage.r .:.. Dean of Women •• ,. •• 1 ·. 
Dean of College 2 •1 
Dean of College -Dean of Women ........ 1 
Dean of College -Warden .............. 1 
Dean of Faculty 1 1 
Dean of Faculty -Dean of ·women~· 
Dean of Student Personnel ............. 1 
! 
Tota1••••••~··••$~·q•e•~•••••••••o 151 151 :t;oo 
Twenty-eignt responding institutions indicated that the Dean 
of Women with other administrative head or heads cooperat~ 
! 
in personnel selection.. When there is a ·special housing 
official on the administrative. ievel, the responsibility ~s 
' 
vested in this personnel, or at least is a cooperative venture 
with other·student personnel administrators. The Dean of: 
Student Personnel or h~s equivalent is also another 
administrator frequently delegated with the selection 
responsibility. Other administrative personnel mentioned 1 in 
' the questionnaire includes the President of the tiniversit~ 
or college, the Business Manager, the Dean of the college~ 
and the Dean of Faculty or its various combinations of these 
personnel. 
It seems the Dean of Women still has the greatest responsibility 
and influence in the selection of the residence hall perso:bnel 
in 57 percent of all institutions which responded. In a 
number of institutions such comments as the following were 
listed on the questionnaire: 11 Religious superiors appoint. 
I 
the residence hall directors in religious schools"; nwe have 
an excellent staff of Christian ladies"; "Residence hall 
staff must be our own.college graduates". In such institutions, 
as well as in institutions which have their own teaching 
faculty members as residence hall personnel, (in exchange for 
room and board) it would seem that considerably less effoxlt 
is exerted in screening. and selection of personnel than i~ 
types of schools described above. Most of the description 
of qualifications, preparation, ·and training, as well as 
other written information concerning the foregoing perso~el, 
are. filed, generally, in the university administrative offices. 
Who confirms the selection .. -- Hiring and firing poli<hies 
of the various levels of responsibilities in a university• 
community may have different steps, involve fet-1 or many 
personnel, may take a short or a long time, and may be 
extremely formal or informal. The value placed upon residence 
i 
hall personnel should be reflected i~ the kind of status i 
given her, the kind of standards of hiring or qualificatibns 
demanded of her, and, consequently, the kind of responsibility 
the institution is willing to assume in its selection. 
~'11(1\q.i 
\> ·'" ft!!._~,!/, 
Many times ultimate confirmation of the original screening· 
and sele.ction may simply be "rubber stamping" for policy ot 
fiscal reasons. However, this action by a higher personnei 
or board does indicate the degree to which the institution' 
iS Willing to assume Ultimate responsibility for the quality 
of the selected personnel. Table 9 shows that 36 percent lj>r 
41 of the responding institutions ask the President of the: 
university .or college to give ultimate approval of the 
original selection~ 
Table 9. Administrative Personnel or Group Confirming 
Original Selection of Residence Hall Directors 
Administrative Personnel 
or Group 
(1 >· 
President of University 
or Crillege ••••• ~ •••• ~: •••••• 
Board of Trustee ••••••••• ~ •• 
Dean of Women ••••••••••••••• 
Dean of Student Personnel ••• 
Dean of Women and 
Director of Housing ••••••••• 
Director of Housing ••••••••• 
State Board of Education •••• 
Dean of Women and 
Dean of Student Perso~el ••• 
University Housing 
Committee •••• o•••••••••••••• 
Dean of the College ••••••••• 
Business Nanager ..... o•••••• .. 
*Others ••• ~ ••• , ••••••••••••• 
• Total ................ • • • .... • 
Number of 
Institutions 
.C2J 
41 
18 
17 
7 
7 
6 
6 
3 
2 
2 
2 
3 
114 
Percent 
of Total 
Institutions 
(3) 
36 
16 
15 
6 
6 
6 
6 
3 
1 
1 
1 
3 
100 
unean of Student Personnel and Business Manager; Dean of 
tiomen and Director of Housing and Dean of Student Person:rlel; 
Dean of.Women and Business Manager. 
fKllQ~ 
_;: \ ~ t.l~t...-}~ 
The Board of Trustees or its equivalent group approves the 
original choice in 16 percent of the responding institutions. 
Fifteen percent of the institutions have delegated the whole 
responsibility to the Dean of Women. Other personnel and 
groups which may make final decisions are Dean of Student 
Pe_rsonnel, Dean of lt1omen and Director of Housing, The Dire:ctor 
of Housing, State Board of Education, Dean of Women and 
Dean of Student Personnel, University Housing Committee, 
Dean of the college, Business Manager, and other combinat~ons 
of different administrative personnel. 
Supply and demand of residence hall personnel.-- The : 
picture of the supply and demand. for residence hall personnel 
seems to indicate that there. is more demand for jobs than: 
personnel .. This may be noted on Table 10. 
Table 10 .. Supply and Demand of Residence Hali Positions 
Supply and Demand Number of Percent of Total 
of Positions . Institutions Institutions 
{1} {2} ('3) 
Applications usually greater 
t~an positions available •••• 54 49 
Applications usually equal 
positions available ••••••••• 27 25 
Applications usua.lly less 
26 than positions available ..... 29 
Totalo•••••••••••o···~• · 110 100 
Of course, this table does not indicate whether or not these 
are high-quality personnel.o·· j~.· :; • • 
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There still seems to be the practice of hiring older women 
who need to staisfy their own emotional and physical needs, 
and have no professional t~aining or preparation. In 
practice, because of expediency, it is more economical for! 
' the institution to hire these women than to employ qualifi~d 
personnel. One fourth of all.institutions responding felt: 
that there are usually fewer applications than positions 
available. :How this gap is met is not indicated. However', 
anyway this dilemma is resolved, the situation is evidently 
less than ideal. One comment listed on the questionnaire 
was "Directors generally stay only one year". Another one 
is "The non-trained woman thinks it only requires a liking' 
' 
for young people 11 • These comments seem to indicate that 
older women, especially widows who. want their own immediate 
phY.sical_: and emotional needs satisfied, are not fuJ.:ly aw:ar,e 
of all the ramifications and significance of the posit.ion 1 
when they apply for the residence hall positions. The 
'· question may be asked whether or not it·is not uneconomical 
in the long run, not mentioning the professional significa,nce 
at all, to hire the untrained, unprofessional women? 
Availability of standards of selection.-- As shown ori 
Table 11, 42 responding insti·tutions or 41 percent of the~ 
have more or less a standardized criteria of selection. 
Fifty-nine percent indicated no standard·of selection. 
Five institutions mentioned the existence of two classes 'of 
dir~ctors-~the professionally trained for bigger responsibilities 
and the non-professional as assistants or for smaller residence 
halls. 
Table 11. Availability of Fairly Standardized Criteria 
of Ste.ndard of Selection of Residence Hall Directors 
Availability of Standardized Number of Percent Criteria of Selection of Institutions of Total Residence Hall Directors Institutions 
(1) (2} (3} 
Yes••••••••••o••••••••••••o• 42 41 
No •••• .o •• :e o ••••••••••••• e ••• 60 59 
Total •••••••••••••••••• 102 100 
This seems to indicate probably different sets of criteria, 
' for these various classes of personnel. A_~though the type of 
standards or the _list of criteria is not within the scope :of 
this survey, the writer feels that the general standards of 
preparation, training and _qualifications adopted by national 
guidance and educational organizations should be used as 
i 
i 
basic criteria, and adopted to meet the particular needs of 
each institution. ~he. problem, of course, is not merely 
having a set of high profess-ional standards. This whole 
problem must be attacked from.all angles. A basic educational 
program is needed~·and certainly much evaluation and appraisal 
of the problem, especially·from the ·point of view of the 
disadvantages of the position outlined by previous residence 
hall personneL. 
rllethod of application and screening of residence hall 
I 
personnel.-- 1>1hat are the various methods or· combination bf 
methods of application which the universities and college's 
I 
use? 
Table 12 indicates that the most frequently employed method 
in the responding institution is by personal interview, with 
27 percent of all institutions using this method. 
Table 12. Most Frequent Methods of Application and 
Screening of Residence Hall Directors 
Methods of Application Frequency Percent 
(1) (2) (1) 
Personal Interview ••••••••••••••••• 109 2.7 
Character Reference •••••••••••••••• 98 25 
Application Letters ................ o 80 20 
Application Forms •••••••••••••••••• 63 16 
Health Examination .................... 23 6 
Previous Employment Record ••••••••• 11 3 
Academic Credentials ••••••••••••••• 5 1 
Personnel Testing ...................... 4 1 
No Method Used ••••••••••••••••••••• 3 1 
Total •••••••••••••••••••••• - •• 396 100 
Since the work of the residence hall requires many of the 
intangible personality qualities or traits that cannot be 
objectively ascertained in writing, the personal interview 
seems to be most frequently used. Other methods in order of 
their frequency·are: character reference letters, 25 percent; 
application letters,·20 percent; application forms, 16 percent; 
health examination, six percent; previous employment record~ 
three percent; and academic credentials, personnel testing 
and no methods used, one percent each. Almost 75 percent 
mentioned personal interview, character reference letters 
and application letters. There is much discussion on the 
value of character reference letters. 
r:~n~n 
Everyone applying for a positon naturally tends to ask a 
·' 
recommendation from one who will show her in the best possible 
light. To the extent that the applicants' good qualities 
are outlined, this methodmay be valuable. An "objective 
analysis 0 of previous employment record plus "objective 
personnel·testing" may partly reveal the applicants' weak 
areas. However, any a.nalysis of one person by another is 
subjective to a great extent. It must define terms descri"ding 
personality and character traits, and creates the problem 
also of not being al.I inclusive •. 
' Table 1.3 shows the va,rious methods--mostly co.mbination,s--
of each responding institution. 
Table 1.3. J.Vlethods of Application and Screening of Residence 
Hall Directors by Responding Institutions. 
Methods of Application and Screening 
1 
Application Letter - Personal Interview -
Chara6te~ Referen6e.~~ ••••••• ~ ••••••• ~ •• ~••••• 
Application Letter - Application Form -
Personal Interview- Character Reference •••••• 
Application Form - Personal Interview -
Character Reference •••••••••••••••••••• o •••••• 
Application Leter - Application Form - . 
Personal Interview .;. Health Examination ..... , 
Character Reference ........................... . 
Application Letter - Application Form -
Personal Interview - Character Reference -
Previous Employment Record ••••••••••• ; •••••••• 
Personal Interview- Character Reference •••••• 
Application Form - Personal Interview -
Health Examination- Character Reference •••••• 
Personal Interview ............................ . 
(concluded on next page) 
Number of 
Institutions 
2 
28' 
18 
1.3 
8 
6 
6 
4 
.3 
Tabie lJ. (concluded) 003? 
Methods of Application and Screening 
711. 
~ppl'-cation Letter - Application Form -
Personal Interview ••••••••••••••••••••••••••• G 
No Method Used •••••••••••••••••••••••••••••••• 
Application Letter - Personal Interview -
Health Examination- Character Reference •••••• 
Application Letter Personal Interview ........ . 
Application Letter Application Form -
Personal Interview - Personnel Testing -
Health Examination Character Reference ••••• ~ 
Application Letter- Character Reference •••••• 
Application Form - Personal Interview -
Previous Employment Record •••••••••••••••••••• 
Other Combinations (one each) ••••••••••••••••• 
Number ofl 
Institutions 
(2) 
3 
3 
J 
2 
2 
2 
2 
12 
115 
The most frequently used combination is the application 
letter, personal interview, character reference letter 
combination. This combination seems like a well-rounded 
one--self analysis, prospective employer analysis, and other 
', 
persons 1 analysis •. 
. 
The second most frequently mentioned method is merely 
an extention of the first combination method. The applicant 
I 
here merely is given twice to evaluate self--the applicatio~ 
form is included to the first combination. 
The third combination method is again a variation of 
the first two methods. 
The fourth combination introduces a new addit~on--
health examination. 
-- ------ ---.,--
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The fifth excludes the health examination, but in its place 
adds previous employment record.. The rest of the institutions 
use all other combination methods as shown on Table 13. 
The four institutions which indicated using personnel 
testing as part of their screening method have listed the 
Minnesota Multiphasic Personality Inventory, the Ohio State 
Psychological Examination, and the Strong Vocational Inventory .. 
Table 14 is a compilation of the items in the 22 sample appli-
cation forms received. 
Table 14. Information Listed on Application Forms Received 
Items Listed on Application 
(1) 
Total applications received ••••• 
Name of applicant ••••••••••••••• 
Address - present and/or 
permanent ••••••••••••••••••••••• 
Birthplace and birth date ••••••• 
Educational background 
information, •••••••••••••••••••• 
References •••••••••••••••••••••• 
Marital status ................ · ..... . 
Employment experience ........... . 
Date • ..•.•• " .••.•• o ••• o •.•••••••• 
Church or religious 
affiliation ••••••••••••••••••••• 
State of health - name 
disability ....................... . 
Club affiliation - social or 
professional association •••••••• 
Signature of Applicant .......... . 
Attach photograph ••••••••••••••• 
Name kind of work wanted •••••••• 
Number and age of children •••••• 
Telephone ....................... .. 
Professional experience ......... .. 
College attended .................. · 
Frequency 
(2) 
22 
22 
22 
21 
21 
21 
20 
19 
17 
17 
16 
15 
12 
12 
12 
12 
11 
11 
10 
(concluded on next page) 
Percent of 
Total Number 
of Applications 
(j) 
100 
100 
100 
95 
95 
95 
91 
86 
77 
77 
73 
68 
55 
55 
55 
55 
50 
50 
45 
• 
- -- - ,--
Table 14. (concluded) 
Items Listed on Applications 
(1) 
Graduate school •• ,. ........ ~--••••••• 
Volunteer work experience; 
community work •••• "•••••·•·••••• 
Hobbies or special interests .... . 
Comments by applicants .... ~ ........ .. 
Citizen- nationalitY•o•••••oooa 
Name skills or special 
training ................. ~ .............. . 
Reasons for application .......... . 
Honors received ••••••••••••••••• 
Date available for employment ••• 
Indicate salary desired ••.••• ". •. 
Name relative working at 
University .................... ~ •• 
Courses in Personnel Work ....... . 
Can you come for an interview ... .. 
Indicate writings published ..... . 
Travel ........................... . 
Places for administrative 
comments allowed on 
application ••••••••••••••••••••• 
Race•••••••••·.••••••••••"'•a•••••o 
Military service ................ . 
Name next of kin •••••••• " ~ •••••.• 
Spouse 1 s name and occupation •••• 
Sex-............................ s .. 
Length of employment desirable •• 
Indicate personal habitso••••••• 
Former experience as · 
housemother ••••••••••••••••••••• 
Uni varsity record, ............... . 
Indicate readiness for group 
li V1llg'e • a • • o o • ·• • •" • • a •-• • • • • • 9 • 4 • 
Credentials filed••••a•o•••••••a 
Indicate knowledge of foreign 
language •••••••• _9 ................ . 
Referred by whom ••••••. " ••••••••• 
Contacts with institution ••••••• 
Experience in housekeeping ••••• ~ 
Statement about limiting 
academic hours, attendance at 
training program, and no 
outside work allowed ............ . 
Frequency 
(21 
10 
10 
10 
8 
7 
6 
6 
6 
6 
4 
4 
4 
4 
4 
4 
4 
:3 
:3 
:3 
2 
2 
2 
2 
2 
2 
2 
1 
1 
1 
1 
1, 
1 
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Percent of 
Total Number 
of Applications 
(3) 
45 
45 
45 
:36 
:32 
27 
27 
2? 
27 
18 
18 
18 
18 
18 
18 
18 
14 
14 
14 
9 
9 
9 
9 
9 
9 
9 
5 
5 
5 
5 
5 
5 
Applications sent to prospective teaching faculty are used 
\ 
for residence hall personnel by some institutions. There 
are many different titles used on the applications receiv~d. 
The more frequently mentioned items are: name, address, 
birthplace and birth date' educational background informati:on, 
references, marital status, employment experience,. date, 
church or religious affiliation, state of health, club 
affiliation and social or professional association, signature 
of applicant, photograph, . name the kind of work wanted, 
number and age of children, telephone number, and professidnal 
experience. Other items were indicated on less thanhalf 
of all applications received. As noted in the foregoing 
list, all questions are standard ones listed on almost any 
job application. Scanning the, entire list, the writer fee~s 
that only the following items have any particular significance 
in expecting desirable qualifications in assuming a reside~ce 
hall director's position: college attended, graduate schoch, 
courses in personnel work, professional experience, skills 
or special training, professional association, honors recei,ved, 
special interests, description of personal habits, former 
exp~rience as housemother, estimate of readiness for group 
living, comments by applicant. 
Titles used,.-- The trad,itional title used by most 
universities or colleges in the United States to designate 
residence hall workers seemed to have been "Housemother". 
However, the new trend, as indicated on Table 15, seems to 
be towards the use of a title as "Head Resident", or "Head 
of House 11 , or "Head of Hall 11 in.31 percent of responding 
institutions. 
Table 15 .. Titles Used for Residence Hall Personnel 
Titles Used Frequency Percent 
(i) 121 ( '3.) 
HEAD Resident, of House, of Hall ......... 44 31 
House, Hall, Residence, Dormitory, 
Social DIRECTOR. :. .................. ~ • • • • 43 30 
COUNSELOR, Resident, House, Womens, 
Director of, Dormitory ................. 23 16 
HOUSEMOTHER ••••••••• ~ ••••••••••••••••• 19 13 
HOSTESS••••••••••••••••••••••••••••••• 10 7 
HOUSEFELLOt-1 ......... ·• .................... • 2 1 
Resident, Graduate ASSISTANT •••••••••• 2 1 
House SUPERVISOR·•·••••••••••••••••••• 1 1 
Total • .c. ••••• e $ 9 • o •••••• "' • , " • .., .... $) 144 100 
A close second in use is the title of Director--house,_ha11, 
residence, dormitory, or social.. Third most widely used 
word in residence hall nomenclature seems to be that of 
Counselor--resident, house,womens, director of, and dormitory. 
Housemother is still used by 13 percent of responding 
institutions.. Seven percent use Hostess as its title. 
Others include Housefellot>.r, Resident Assistant or Graduate: 
Assistant, and House Supervisor. As shown on the table, 
there still are many terms being used to indicate the physical 
structure--house, hall, resident, dormitory. 
Off"',/1~ ~ ,; '( ··:u:·<;f;;, 
Head, Director, Supervisor seems to connote more administrative 
responsibilities, whereas Counselor connotes more counseling 
responsibilities. 
Status of residence hall directors.-- Where does the 
residence hall staff stand' in its status as compared with 
the rest of the personnel of the university community? 
Basically, the writer feels that the responsibility of 
determining status lies in the recognition of the top 
administrators in whose hands rest the decision of giving 
whatever value they feel the residence hall and its personnel 
has.in the university's educational philosophy. If these 
top personnel feel definitely the worth of the residence 
hall as an integral part of the educational experience of 
the students, the identical demand can be made of tbe housing 
personnel as of the teaching faculty in expecting good training, 
professional knowledge and qualifications, and equally 
professional performance. A concomitant consideration rnus~ 
be given as far as status, renumeratibni and other privile$eS 
go. Table 16 shows that 60 percent of responding institutions 
have residence hall personnel on a regular staff status. 
Table 16. Status of Residence Hall Directors 
Status Frequency Percent 
lJ.) (2) (3} 
Staff Status, •••••••••••••••••••• 72 60 
Personnel or Guidance Status 
(but no academic rank) ~ ........... 26 21 
Faculty Status 
(Professional or academic rank) ... 19 16 
-tt-dthers • .................. ·., • o ~ •••• ~ • 4 3 
Total ••••••••••••••••••••••• 121 100 
*Administration; guiclance .students; part-faculty, part-staff. 
------, 
' I
I. 
I 
' 
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Assuming that gt,lidance staff has no professional rank in te:rms 
of those given to teaching faculty, there are 2l percent on 
this level. There are 19 institutions which give their 
residence hall personnel a professional or academic rank. 
As indicated previously, the presence of two kinds of 
residence hall personnel on many campuses--the professiona~ly 
I 
trained and the non-professional--would indicate the existence 
' 
of two classes of residence hall directors. Probably, the~e 
' professionally trained personnel are the dormitory counselors 
or heads of very big residence halls, and the non-trained 
personnel are assistants in charge of other less demanding• 
' 
areas. 
Full-time or part-time residence hall personnelo-- Of 
all the responding institutions, 62 of them or 54 percent 
stated that they have full-time residence hall personnel. 
Thirty-eight percent have both full-time and part-time 
personnel. Nine institutions have only part-time housing 
staff. 
The comments on the survey indicated that the vast 
majority of the institutions having part-time residence 
hall staff employ graduate students for this work. This 
may be noted on Table 17. Others so employed include teaching 
faculty, other employment and housewives. There are many I 
institutions that use student assistants in leadership roles. 
These students are usually upperclassmen, carefully screened 
and trained., 
are 
Table 17. Full-Time_and/or Part.:.Time Residence 
Hall Directors 
Full-Time or Part-Time Number Percent 
-· 
(1) 121 111 
Full-Time ................. ,. ..... o ..... o •• 62 54-
Both Full-Time and Part-Time ..... 43 38 
Part-Time ..................... -••• ". 9 8 
Total ••• ~ .................. 114 100· 
Age of residence hall personnel.-- Table 18 shows 
over 50 percent of all residence hall personnel in 
50 to 70 year-old level .. 
Table 18. Age of Residence Hall Directors 
there 
the 
Age of ,Residence Hall Personnel Frequency Percent 
(1) (2) ('3) 
Under 20 years ••• ~ ••••••••••••• 1 0. 
20 
-
29 years •••••••••••••••••• 44 15 
30 
-- 39 years •••••••••••••••••• 37 13 40 
-
49 years •••••••••• ~ ••••••• 36 12 
50 - 59 years ................... 90 31 
60 
-
69 years ••••••••••••••••• o 76 26 
70 - 79 years •••••••••••••••••• 10 3 
Over 80 years"·•·•••••••••••••• 0 0 
Total ••••••••••••••••••••• 294 ' 100 
The largest group is_ in the 50 to 59 year-old level with 30 
percent of all residence personnel in this category. The 
second largest group is represented by the 60 to 69 year-old 
level. 
On the upper limit, there are three percent in the over 70 
year-old category. Fifteen percent is in the 20 to 29 year-
old level; thirteen percent in the 30 to 39 year-old level; 
and 12 percent in the 40 to 49 year-old level. There is only 
one situation of a residence hall person in the under 20 
year-old level. 
Salary of the residence hall personnel.-- The purpose of 
this question was to obtain-a general picture of·the salary 
today of the residence hall p-ersonnel. Table 19 • shows the 
number of si tuationt:?. existing in the various categories 
. 
outlined as responded by the various housing administrators. 
Table 19. Salary Per Ann:um of Residence· Hall Directors 
Salary Frequency 
.t'UJ.J. rar11 IIJJ.uClOU"C 
Amount Per Annum Maintenance Maintenance Maintenance 
(1) (2). . (3J (4) 
Below 100 •••• ~ ... 13 2 0 
101 - 500 ......... .... 6 1 1 
501· - 1,000 ........ . 13 4 1 
1,001 - 1,500,. •• 23 3 0 
1,501 - 2,000 ••• 30 6 3 
2,001- 2,500 .... 2.3 5 .3 
2,501- 3,ooo ..... 12 3 1 
3,001 - 3,500,.,.e 15 5 3 
3,501 - 4,ooo .... 8· .3 4 
4,001 - 4,500 .... .3 5 .3 
4,501 - 5,000 ••• .3 5 2 
5,001 - 5,500 .. •• 1 0 2 
5,501 - 6,ooo.u 1 0 0 
6,001- 6,500 .... 0 0 0 
6,501 - 7,000.~ .. 0 0 0 
Over 7,ooo-.. •••• " 0 0 0 
Total ....... 151 :42 .23 
no46 Most institutions offer full maintenance--room, meals, : 
I 
utilities--to their.housing staff. Within this category o~ 
full maintenance, the largest number of situations are in the 
$1,501 to $2,000 per annum level. The lower. level shows 13 
situations where the housing staff is paid less than $100 
per annum. The highest salary is one situation having a 
salary between $5,501 and $6,000 per annum. ·For. those 
having part-maintenance, the. most frequent situation occurs 
again in the $1,501 to $2,000 per annum category. The 
range here is those re~eiving below $100 per annum to five, 
situations receiving between $4,501 to $5,000 per annum. 
For those having no maintenance, the range is between $101 
to $500 per annum. in -una··. case. and· two cases receiving $5,001 
to $5,5~0 per annum.. In this category the peak is $3,501 to 
$4,000 per annum. The fewest number of ·easea -~ falls in the 
no maintenance category. 
Place of domicile of the residence hall personnel.--
An overwhelming 99 percent of all responding institutions 
' 
require residence hall directors to live within the dormitory. 
Only in one case this is not necessary. (See Table 20) 
Table 20. Place of Domicile of Residence Hall Directors 
Percent 
Number of o.f Total 
Place of Domicile Institutions Institutions 
(1) 
Required to live in 
residence hall •••••••••••••••• 
P:referred, but.not required •• ,. 
Not required ......... · ..... ~ ••••• 
Total •••.•• 4••••••••••••• 
(2) 
111 
0 
1 
112 
(j) 
99 l 0 
1 
100 ! 
004-~~ 
Ratio between residence hall directors and resident 
students.-- As indicated on Table 21, slightly ·less than 
one·half of responding institutions indicated that the 
average ratio between residence hall personnel and the 
resident .student is one to over 105 students. vfuat is the 1 
optimum ratio? At least four comments listed on the survey 
form indicated that !rthe ratio is too· high". One reason 
may be purely economic; another may be the unavailability 
of applicants for the positions. The next most frequent 
I 
ratio is 11 1 to 46- 55 students", and 11 1 to 66- 75 students 11 • 
The smallest ratio occurring in one case is 11 1 to 15 - 25 
students". 
Table 21. Average Ratio between Residence H~ll ·Directors 
and the Resident.~oStud.ents 
Number of Percent Average Ratio Institutions of Total Institutions 
(1) (2) ('3) 
1 to under 15 students ••• 0 0 
l to 15 
-
25 students ...... 1 1 
1 to 26 
- 35 students·~ •• o 4 4 
1 to 36 - 45 students •••• 3 3 
1 to 46 
-
55 students"""" 12 12 
1 to 56 - 65 students ...... 8 8 
1 to 66 - 75 students ..... 12 12 
1 to 76 - 85 students •••• 5 6 
1 to 86 - 95 students •••• 10 10 
1 to 96 
-
105 students .... 0 0 
1 to over 105 students ••• 43 44 
Total ................ 98 100 
(.i·f1'A D 
. p'·\.;~3-0 
In-service-training programs for residence hall personnel.--. 
s·ome of the earmarks of professionalism are the abilities to 
keep up with new ideas and new trends, to evaluate constantly 
existing .policies and procedures, to continue with research_, 
and, generally, to increase competence. Towards these ends, 
the responding universities and colleges seem very eager in 
their endeavor to participate in all kinds and. degrees of 
in-service-training programs.. Table 22 lists the kinds of 
in-service training offered by responding institutions. 
Table 22. Kin(ls of In-Service-Training Programs for Residence 
Hall Directors as indicated by Responding Uni vers'i ties 
and Colleges 
Kinds of In-Service-Training Programs 
Cl} 
Organized orientation session ............. . 
Orientation session; 
in-service-training program ............. . 
Orientation Session; 
in~service-training program; 
privileges for academic growth; 
professional conferences •••••••••••••••• 
Orientation sesslon; 
in-service-training program; 
privileges for academic growth •••••••••• 
Privileges for workshops; 
professional conferences •••••••••••••••• 
Systematic and varied .· 
in-service-training program •• "· •• • ••.• -~ .... 
Orientation Session; 
privileges for academic growth; 
workshops and conferences ••• •"~ ........... .. 
In-service-training program; 
privileges for academic growth.·~" ......... • 
No reply ... • "' • •• ~ ......... •· ........... ~ a •••• 
Orientation Session; 
in-service-training program; 
workshops and conferences ................ . 
(concluded on next page) 
Number 
of Insti-
tutions 
12) 
16 
12 
12 
9 
7 
6 
5 
5 
5 
4 
' Percent 
of Insti-
tutions 
(1) 
lJ 
lJ+ 
ll 
' e 
6 
5 
4 
4 
4 
3 
Table 22. (concluded) 
Kinds of In-Service-Training ;programs 
(1) 
Privileges for academic growth •••••••••• 
Financial aid for professional studies ... 
Orientation ~ession; · 
in-service-training program; 
privileges for academic growth; 
financial aid for professional studies •• 
Orientation session; 
workshops and conferences ............... . 
Privileges for aca.demfc growth; 
workshops and.conferences ............... .. 
Others (various combinations) 
(2 and 1 each) .......................... . 
, . . . 
Number 
of Insti-
tutions 
.3 
.3 
.3 
.3 
3 
19 
115 
Perc$nt 
of Insti-
tutions 
(3) 
.3 
.3 
.3 
3 
' 
' 
3 '. 
16. 
100 
The three most frequently mentioned are first, organized 
orientation session by 16 institutions; second, orientation 
sessionand systematic and,varied in-service-training program 
listed by 12 schools; third, orientation session and. varied: 
in-service-training program and privileges for academic growth 
and encouragement to attend professional conferences listed. 
by 12 institutions. The rest are the various com'binat:tons.:ctlf 
programs given by different institutions., 
Table-23 lists the number of times each item in this 
qategory was mentioned in the-entire survey. The most 
frequently mentioned was organized orientation session with 1 
29 percent of all other programs. 
. Table 23. Kinds of In-Service-~raining Programs 
Kinds of In-Service- Frequency PeJ:lcent Training Programs 
(1) (2) (1) 
Organized Orientation Session ••• 9 .... 74 29 
Systematic and varied 
In-Service-Training Program .......... 59 25 
Encouragement and privileges 
extended for Academic Growth •••••••• 49 19 :. 
Encouragement and privileges 
extended for Appropriate Workshops 
and Professional Conferences •••••••• 44 17 
Financial Aid for Academic Growtho•• 11 5 
Own Conferences and Meetings •••••••• 9 4 
Others~ ..• •.•••• ., .•...••.••••••.•.•• 3 1 
Total •••••••• ~ ••••••••••••••••• 249 100 
The second was systematic and varied in-service-training 
program, ~5 percent. These two training programs seem to 
indicate the need and the importance of allowing for 
orientation, then during _the year continuing with various 
kinds of training programs. The third most frequent policy 
is to encourage and-extend privileges to housing personnel· 
to take courses at the university. Many times, tuition is 
free or partially paid for by the university. The fourth 
policy is to encourage and extend privileges to attend 
professional conferences. The next is to alTow for academic 
privileges by offering financial aid. Many graduate 
internship programs come under this item •.. Next is provision 
for attendance at· home· conferences and mee·::;ings where various 
activities take place to increase their competence. 
Methods of evaJ_uation of reside.p.ce hall personnel.--
One of the basic responsibilities of the university or college 
administrator is to evaluate or appraise the efficiency of its 
staff and ma.ke decisions accordingly. Usually, outstanding 
results are rewarded and inferior performance is eliminated 
or corrected. Evaluation presupposes the existence of a norm 
or a standard. In these situations where individuals are 
giving value judgment to another individual, how subjective 
or objective the decision may be is difficult to discern. 
Table 24 indicates that the most frequently used method of 
evaluating the residence hall personnel is the conference 
method--the evaluator and the one being evaluated. 
Table 24. Methods of Evaluation of Residence Hall Director 
Number of Methods of Evaluation Institutions 
(1) 
Conferences •••••.••• ~·····~•••••• 
Bating forms and conferences •••• 
Conferences and reports .......... 
No reply •• ...................... :g: 
Observation ••••••••••••• ~ ••••••• 
Conferences and observation ...... 
Rating forms •••• ~ ••••••••••••••• 
Bating forms, questionnaires, 
and conferences ••••••••••••••••• 
Others (1 each} •.••. ; ... •-• .•.•.•• 
Total • .•.•.•.••.•....... 9 c. 9 
Boston University 
School of Education 
Librar;z 
' 
(2) 
75 
10 
7 
7 
4 
4 
J 
2 
J 
115 
Percent 
of Total 
Institutions 
(3) 
.. 
65 g 
6 
J 
J 
J 
2 
J 
100 
0052 
A majority of institutions use this method. The next most 
frequent method is a combination of rating form and conference 
methods. The rating on forms may be done by both parties 
and a conference called to discuss and clarify its contents. 
These forms will enable both parties to evaluate their own 
appraisal more critically. The next method--a combination of 
conferences and reports--is also like the foregoing method. 
These two methods will enable a written record to be made of 
details on the points of evaluation. Seven institutions made 
no reply to this question. Several schools mentioned that no 
foJ;>mal evaluation is made of their residence hall staff.· 
Other methods used in order are: observation, conferences and 
observation, rating forms, rating forms and questionnaires . 
and conferences. 
Evaluators of residence hall personnel.-- It seems quite 
logical that the employer should be.the evaluator of the 
employed. Sixty-seven percent of all responding institutions 
indicated that the administrators evaluate their residence 
hall personnel regardless of.whatever criteria is used. 
(See Table 25) 
Table 25. Individuals Evaluating, Appraising, or Rating 
the Residence Hall Director 
Individuals Evaluating 
(1) 
Adm1nistrators.~··••••••••·4••••• 
No reply • ............. • . , .••.. ~ ....•• 
Administrators- Students •••••••• 
Number of 
Institutions 
(2) 
77 
16 
11 
(concluded on next page) 
Percent 
of Total· 
Institutions 
(1) 
67 
14 
10 
•• 
• 
P0 53 
Table 25. Individuals Evaluating, Appraising, or Rating 
the Residence Hall Director 
Number of Percent Individuals Evaluating of Total Institutions Institutions 
i 
(1) (2) {'3) 
Administr~t~rs- Self •••••••• ~··· 4 J 
Students . .. o ••••••••••••.•••••••• o 2 2 
*Others (various combinations) .... 5 4 
Total ••••••••••••••••••••••• 115 100 
*Residence hall personnel themselves; one another; students: 
and parents; one another and administrators; self and 
administrators and students. 
The next is a combination of administrators and students in 
10 percent of the institutions. Since "the development and· 
growth of the students" is expected as the product of this 
employment, the administrators have included the students in 
the rating of the effectiveness of the residence hall personnel~ 
A good objective set of criteria would seem to be in order 
when students are included in evaluation, as personnel 
appraisal can be subjective. In two cases, the students do : 
the evaluation. 
I1otivations in seeking residence hall emoloyment.-- A 
question was included in the survey so that the administratdrs 
' 
might indicate to some degree the various motivations applicants 
seem to have in applying for residence hall personnel positions. 
The writer is fully aware of all the psychological implications 
of expressed and unexpressed needs and motivations of applicants 
for any position. 
Kinds 
pe; 1\ t=: Ill 
' . 'j, ;.]~f:: 
However, to the extent that administrators are aware of them, 
the answers were sought on the basis of order of prevalence. 
Table 26 shows that the most frequent first choice was 
"Ability and interest of working with young peqple--career 
personnel" .. 
Table 26. The Various Kinds of Motivations of Those 
Seeking Residence Hall Employment 
of Motivations Frequency in Order of Prevalence 
First Second. Third Fourth Fifth Sixth Sevent 
Choice Choice Choice Choice Choice Choice Choice (1) (2.) ('j) C4) (')) (6) (?) (8) 
Ability and interest 
of working with young 
people-.:..career 
personnel •••• 4••••••••• 55 22 21 2 3 0 0 
Security - Financial, 
physical ••••••••••••••• 42 11 20 8 4 0 0 
Security - Emotional, 
feeling of worth ••••••• 26 35 20 4 4 0 0 
Work experience ......... 10 15 9 16 4 1 0 
I"lissionary spi!ri t ....... 2 0 6 8 7 7 2. 
Prestige -Power ••••••• 1 3 2 4 5 13 2 
On this basis, a fairly safe assumption can be made that most 
residence hall personnel are interested in working with college-
age girls in an academic setting in spite of some problems 
inherent in the positionc 
According to Hoppock, career choices are made basically 
. 11 . 
to fulfill certain needs. These needs can be analyzed 
and classified generally.or minutely. This survey does not 
intend to do this. 
i/ Robert Roppock, Occupational Information, IJJ.cGraw-Hill Book 
Company, Inc., p. 74, 1957. 
. 
h 
The second largestnumber of choices is 11 Security--financial· 
and physical 11 • ·Third choice is 11Security--emotional, feeling 
of worth". l\1any older women may possibly seek these positions 
so that after their children no longer need their daily care, 
they can resume their "occupation of being a housewife", still 
have the security or filling their basic financial and physical 
needs of room and board, and at the same time have the 
psychological emotional security of feeling worthyand need.ed. 
Fourth choice is "Work experience 11 , then, "Missionary spirit", 
and lastly, "Prestige arid power". 
2. Academic Requirements, I>lajor Field of Study, Work 
Experience, Marital Status, Skills, and Knowledge 
Degree requirement$-- Table 27 indicates that only about 
half of the responding institutions now feel that at least a 
bachelors degree is of "much importance 11 in the residence 
hall position. 
Table 27. Academic Degree Requirement of Residence Hall Director 
De~ree of Imoortance 
Academic MUch Imnortance Some Inroortance Little Imoortance 
Degree Fre- Percent Fre- Percent Fre- Percent quency qv.ency quency 
(1) (2) f1) (4) (~) (6) ('?) 
Baccalauriate 
Degree ••••••• 48 49 42 43 7 7 
Graduate 
30 Degree ••••••• 24 .31 30 39 2.3 I 
• 
nn~R 
This question was meant to elicit answers as to the practice 
or requirement presently followed by responding institutions. 
Forty-three percent felt it had "some importance" and seve~ 
' 
percent "little importancen. 
So far as graduate degrees were concerned, 31 percent 
felt it was of "milch importance", .39 percent 11 some importan!ce 11 , 
and 30 percent "little importance". 
Specific major field of study.-- The specific major field 
of study which the responding administrators felt was very 
important is Group Work with 59 percent of all other fields 
mentioned. (See Table 28) 
Table 28. Desirable Specific·l'Iajor Field of Study 
.of Residence Hall Applicants 
Degree of Importance 
Specific Major Much Some Little 
Field of Study Importance Importance Importance 
Fre- Per- Fre- Per- Fre-
quency cent· quency cent quency 
(1) (2) ( '3) .(4) (5_)_ (6) 
Group ivork .................. 47 59 24 30 8 
Guidance and Counseling ... 41 46 .36 40 12 
Belated Personnel Study.,~ .31 .39 .35 44 1.3 
Psychology ................. .30 39 .36 47 11 
Education ................. 21 25 48 56 16 
Social Work •••••••••••••• 12 17 .3.3 46 27 
Religious Training ........ 9 1.3 34 51 24 
Administration 
56 (Business, Government) ...... 8 12 38 22 
Nursing •••••••••••••• ~··· 2 .3 19 .32 39 
The next is Guidance and Counseling, and the next Belated 
. Personnel Study, Nursing had the smallest percentage. 
~Per-
cent 
(7) 
10 
1.3 
16 
14 
19 
.38 
.36 
.32 
65 
Conversely, under 1111ttle importance 11 nursing had the largest 
pe~centage and Group Work the smallest percentage--correlating 
the two columns directly. 
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Work experience; community and professional organizations.--
Table 29 shows that the administrators felt that "Previous 
experience in residence hall 11 was important, with 50 percent 
of all responding institutions signifying this as of 11 much 
importance" .. 
Table 29. Work Experience; Community and Professional 
Organizations of Residence Hall Personnel 
Applicants 
Degree of Importance 
'Work Experience; 
Community and Profes- Much Some Little 
sional Organizations Imoortance Imnot>tance !moortance 
Fre- Per-- Fre- Per- Fre- Per-
,. quency cent quency cent quency cent 
(I) (2) ('3) (4) T£;1 (6) l2J 
Previous experience 
in residence hall ............ 54 50 40 .37 1.3 12 
1-lork experience in 
related fields~···•·····• 48 47 52 51 2 2 
Community organization, 
membership in Profes-
sional organization •••••• 24 2.3 66 6.3 14 1.3 
Work experience in 
other fields ........... , •• 14 15 7.3 76 9 9 
Others under "much importance" in order include, "lvork experience 
in related fields 11 , 47 percent; 11 Community organization, membership 
in professione.l organizations", 2.3 percent; and 11 Work experience 
in other fields", 15 percent. 
Marital status.-- To the question of how much importa~ce 
is placed upon the marital status of the residence hall perso~el, 
the most frequently checked item under 11 much importance" is 11 Has 
had children", then 11 Married'1 ; then "Single" and la.stly, "Separated 
or divorced"• (See Table ,30) 
Table 30. Desirable Marital Status of Residence Hall Applicants 
Degree of Importance 
Marital Status I'1uch Some Little 
Importance Importance IDIPortance , 
Fre- Per- Fre- Per- Fre- Per-
quency cent quency cent quency cent 
-(,) (2) (~) (l.J,) (I:;) (,;) (?) 
Has had children.~ 29 32 30 33 32. 35 
Married.q•••···••• 28 31 28 31 33 37 
Single •••••••••• · ... 18 27 13 20 35 53 
Separated or I 
divorced ••••••• ~ ... 7 13 19 35 28 52 
It seems safe to assume that the administrators feel the 
experience of having to rear children was very important in 
this position of dealing with young people. The next idea of 
having had the experience of being married and running a 
household is also important.. Although there are many causes 
for separation or divorce, the implications seem to be that 
one may not be emotionally stable if one is divorced, or that 
one is not able to cope with .the problems of managing a family 
and household .. 
Skills, knowledge, and ability.-- Table 31 indicates that 
the most important skill, knov-:ledge, and. e.bility the residehce 
hall personnel needs to posses is Counseling, with 81 percent. 
. I 
Group work techniques and ability to carry out its principles 
comes second; then administrative,. executive skills; next 
·teaching; and ·lastly, knowledge of parliamentary procedures'. 
Table 31. Desirable Skills, Knowledge, and Ability 
of Residence Hall Applicants 
Degree of Importance 
Skills, Knowledge, Much Some Little 
and Ability Importance Importance Importance Fre- . Per- Fre- Per- Fre- Per~ 
quency cent quency cent quency cent 
(1) (2) ('1) 74) (t)) (6) (?) 
Counseling ..... "o"" 83 81 18 17 2 2 
Group Work .............. 70 74 20 21 5 5 
Administrative 
and Executive ...... .31 34 55 60 5 5 
Teaching ............. 15 18 50 60 18 22 
Parliamentarian ••• 5 8 18 28 41 64 
3. Personality Characteristics 
Personality is.probably one of the most commonly used 
words which may have many different shades of meanings to as 
many different people using it. However, of the personality 
traits listed on the questionnaire, the following were listed 
in order beginning.with the most frequently checked in ;the 
11 much importance" column: emotional stability, health, d.eep: 
respect and interest in young people, intelligence, integrity, 
good judgment, sincerity, professional attitude, moral and 
religious values, objective, cooperative spirit, friendliness, 
tact, adjustability, patience, good grooming, sense of humor, 
' 
poise, understand own limitations and strength~? perspective, 
leadership, . and wide interest. (See Tabl~ 32) 
Table .32. Personality Characteristics Considered Most 
Important in Residence Hall Directors 
nca·o 
. "'J,' 
Degree of Importance 
' 
Personality Much Some Little 
Characteristics Importance .. Importance Importance 
Fre-. Per- Fre- Per- Fre- Per-
quency ·cent quency cent quency cent 
(ll {2) ('3) (41 (t)) (6) (7) 
Emotional 
stability ••••••••• 110- 98 2 2 0 0 
Health ••••••••••• ~ 109 97 .3 .3 0 0 
Deep respect 
and interest in 
young people •••••• 108 97 .3 .3 0 0 
Intelligence •••••• 107 96 5 4 0 0 
Integrity ••••••••• 107 96 4 4 0 0 
Good Judgment ••••• 106 99 1 1 0 0 
Sincerity ••••••••• 106 96 4 4 0 0 ' ' 
Professional i 
attitude •••••••••• 105 96 4 '4 0 0 
I1ora1 and 
religious values •• 105 95 6 5 0 0 
Objective ••••••••• 10.3 95 5 5 0 0 
Cooperative 
94 spirit •••••••••••• 103 5 5 1 1 
Friendly ........... 102 94 6 6 1 l 
Tact •••••••••••••• 100 92 9 8 0 0 
Adjustable •••••••• 97 9.3 7 7 0 O· 
Patience •••••••••• 97 90 11 10 0 0 
Good grooming ••••• 94 85 17 15 0 0 
Sense. of humor •••• 90 82 19 17 1 1 
Poiseo•••••••••••• 89 8.3 18 17 0 0 
Understand own 
limitations and 16 strengths, ......... 87 8.3 17 1 1 
Perspective ••••••• 80 78 20 20 2 2 
Leadership •••••••• 73 67 .3.3 .30 .3 .3 
Wide interest ...... 52 48 5.3 49 3 .3 
· £)!/J-"'Gi-l'\ ::lJ ). 
Comments listed on the questionnaire concerning person~lity 
characteristics were: four marked 11 good list, but wherecan· 
you find a person with all these qualities"; three commented_ 
"would like to hire someone with all of these qualities~•; 
three wrote "we think all of them are important but canl'lot 
find a:oy with all (personality trait~n; one each for "some 
of them have to be developed as very few come t-ri th all of 
them" and "all are desirable 11 .., 
4. Special Qualifications and Personality Characteristics 
Essential for Residence Hall Staff as 
Compared to other Personnel Workers 
I 
The writer feels that perhaps·':in the f'uture when a test 
or other instruments to evaluate th:i.s. elusive concept·or 
personality characteristics may be devised and validity_ 
established, a more objective screening can be carried out I 
for the residence hall personnel. -Just what set of qualifications, 
over and beyond the more discernable set of qualifications 
such as a degree requirement, major field, experience in a 
personnel setting, etc., are necessary to make an effective 
housing personnel? In other words, the emphasis here i,s the 
uniqueness. The differentia must be better delineated to a: 
greater extent ... 
This questioh was an open-end question giving full 
expression_ to the administrators. 
e. For better classification purposes, the writer divided the 
answers into two parts; 11 in terms of intangible personality! 
characteristics 11 , and 11 In terms of abilities, skills, roles, 
and other characteri.stics 11 • 
Table JJ shows that the most frequently mentioned 
personality characteristics is "Deep and sincere understand,ing 
and interest in young peoplen • 
. Table JJ. Special Qualifications and Personality Characterfstics 
Essential for Residence Hall Director as Compared to 
Other Personnel Workers. 
In Terms of Intangible Personality Traits 
{1) 
Deep and sincere under.standing and 
interest in young.people .............. ~ •••••••••• 
Patience - calmness ~ not excitable ••• •u •• ~ ..... 
1-Jarm, attractive, plea sing personality ••••• u. 
.Good health- stamina •••••••••••••••• ~ ........ . 
Good sense of humor ••••••••••••••••••••••••••• 
Good mental health - emotional stability -
security- well integratedl;l"~ .................. .. 
Good mature, sound judgment - intelligence -
ability to make decisions ....................... . 
Adaptability - flexibility - meet needs of 
others- skills in human relations ............ . 
Enthusiasm - forget little irritations 7 
ability to endure optiinism ........................ .. 
Social poise - ·dignity .............................. . 
X1a.turity ••••••• ~, , .• -•• -•••• ~ •••••• ··" •••••• --•••••• • 
Alert- ability to act quickly ................ . 
lvillingness to learn - interest in improving 
oneself ..................... q ••••••••••• ............. 
Objectivity- fair- just~ •••••••••••••••••••• 
Friendliness - approachable - establish 
rapport . ......................... ,. .. • ............. ·• 
Ability to gain respect ......................... .. 
Resourcefulness ................. ·• ••••• ·• .......... . 
Good grooming ••.•••••• ~ • ~· ....................... . 
(concluded on next page) 
F.re- Pe!'l-
qt!:ency cent 
{2) ( '3), 
37 13 
28 10 
26 9 
~5 8 
21 7! 
21 7 
21 7 
19 6 
13 5 
13 5 
11 4 
8 J 
7 2 
6 2 
6 2 
5 1 
4 1 
4 1 
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Table 33. (concluded} . 
In Terms of Intangible Personality Traits Fre- Per-quency cent 
(1) -{2} (1) 
Tact ••••••• ~·····•·••••••••••••••·····~~·····• 4 1 
Leadership - ability to inspire. o .................. 4 1 
s 1nceri ty Q t • It 4 • 4t .... e ...... • • •••• • G ·4 •••• e • • o o • 4 o 4 ' 1 i 
Tolerance .............. • .... •· •• ·• ...... o •• ·• o •••••• 3 1 
i}Qthers ( 2 each) •••• · ............... · ••••• .; ..... o ...... 8 3 
Total "' ..•...•... v · ••••• ·• ••.••••••• • · .••.••• ~ •• 298 100 
*Honesty, cultured, versatile, sense of responsibility 
Some of the others in order are; "Patience--calmness--not 
excitable", 11 'Vlarm, attractive, pleasing personali tyu, "Good 
health--stamina 11 , "Good sense of humorn, "Good mental health--
emotional stability--security--well integrated", "Good mature, 
sound judgment--intelligence--ability to make decisions", 
"Enthusiasm--forget little irritations--ability to endure 
optimism". 
Table 34 indicates the "ability to be a good organizer 
and manager" first and some others in order are, "High personal 
philosophy.;.-integrity", Youthfulness--young in age", "Ability 
to live in groups 11, "Abil.ity to counsel--to keep confidence", 
"Proven successful exp~rience with college students", 
"Professional attitude", ncollege graduat~ 11 , "Christian 
profession", "Ability to be an effective couhselor and 
administrator at once", "Loyalty to administration--piety-~ 
service minded 11 , "Ability to teach behavior informallyn, 
"Ability to communicate 11 , nunderstanding basic philosophy and 
principles". 
OU6·~ 
Also, "Outside interest and friends", 11 Good sociology and 
psychology training11 , and .others. 
Table .34. Special Qualifications and Personality Charactertstics 
Essential for Residence Hall Director as Compared to. 
Other Personnel Workers. 
In Terms of Ability, Skills, Roles, 
and Other Characteristics 
(1) 
I Ability to be a good organizer and manager •••• 
High personal philosophy - integrity. e ........ . 
Youthfulness ... young in age •••• ; ............ ~ ... .. 
Ability to live ingroups ............ , ............ . 
Ability to counsel- keep confidences.4••••••• 
Proven successful experience w~th college 
students ................................. • ............. . 
Professional attitude .............................. . 
Coliege~graduate ................................ . 
Christian profession ••••••••••• , ••••••• ~ ••••• o 
Ability to be an effective counselor and 
administrator at once ......................... . 
Loyalty to administration - piety - service 
mimed e ..... e-. " ....... lit .. -- • .$ •••.• "' ••••• ·• ............ . 
Ability to teach behavior informally .......... . 
Ability to communicat.e ............................. . 
Understanding basic philosophy and 
principles ........... ., ............................... . 
Outside interest and fri:ends ................... .. 
Good sociology and psychology training •••••••• 
*Others (1 each)·o·~···•••••••••••••••·•••••••• 
Totai ••••••••• ~ •••••••••••••••••••••••••• 
· Fre-. 
quency 
721 
12 
12 
8 
7 
6 
6 
5 
4 
4 
4 
4 
.3 
2 
2 
2 
2 
3 
86 
Per-
cent 
("3) 
14 
14 
10 
8 
7 
7 
6 
5 
5 
5 
5 
.3 
2 
' 
2 
2 
2 
.3 ' ; 
[loo 
I 
*Human quality; dietitian - housemother; having 'Qeen a mother. 
5. Most Frequent Complaints by Residence Hall 
Personnel Regarding Students 
The essence of education is the internal growth, insight 
and change that takes place within individuals. 
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The degree to which this positive development occurs depends 
upon the optimum readiness to learn and the degree of negative 
' forces preventing growth. The ultimate responsibility of the 
residence hall is to see that as many resident students as 
possible affect some kind of learning or make some kind of , 
·adjustment in as many phases of her life .. It then becomes 
the responsibility of the residence·hall personnel to guide: 
students consistently toward this goal. However, on the other 
hand, personnel administrators seem to have a responsibility 
of seeing that the hou·sing personnel is- reasonably happy in 
her job so that the final goals can be accomplished. It is 
imperative that in order to develop an effective educational 
personnel in the residence halls,. administrators should be 
vitally concerned with the morale .of the staff members. A 
high level of morale must exist among the staff members if 
good results are to be expected.. Grievances and complaints, 
of the residence hall staff mu.st be heardand directed to 
proper channels. However, it is most important to evaluate' 
the quality of complaints in light of existing situations and 
facts. Administrators should consistently encourage evaluation 
sessions of their residence hall staff. Staff meetings and 
informal sessions among residence hall staff frequently turn 
into gripe sessions of all their daily tensions. A deliberate 
effort should be made to provide healthy outlets of their 
frustrations of their duties and responsibilities. 
OP~£' ,~,. .. rf.}O 
Complaints against resident students reflect the degree 
of understanding of basic human psychology and all its implications. 
How to cope with the many problems the staff encounters in her 
relations with the students will depend upon the degree of 
professional knowledge she has and her own personality 
development. 
Much can be learned from the lists of complaints made py 
' 
the individual residence hall staff member regarding her 
relations with the· students, with colleagues as well as her 
relations with the university. The question in the questionnaire 
reg&rding listing of complaints and grievances allowed for 
free expression by the administrators. The writer has no way 
of knowing how these were compiled by the individual 
administraltors. There may be some reluctance on :the· part of 
the individual residence hall staff to completely voice 
negative comments to their superior. However, how much of 
these complaints are projection of the residence hall staff! 
members own inadequacy is difficult to judge. It is interesting 
to note because the question called for free·association, tp.ere 
may be duplication of basicthoughts.listed separately. The 
' 
most frequently mentioned complaint against students ca.me 
under the phrases 11 Lack of .consideration--thoughtlessness;...-
lack of responsibiiity•-carelessness" .. · See Table J5., These 
comments were listed 51 times. These character-istics run 
the gamut of negative behavior of individuals. They are in 
a way very generalized 'f?erms, but. are significant in the 
frequency of their usage. 
.I.)()~~ 
I!H.tld" 
Table 35. Most Frequent Complaints or Grievances Given by 
Residence Hall Directors Regarding Studep.ts 
Type of Complaints or Grievances 
(11 
Lack of consideration; thoughtlessness; 
lack of responsibility; carelessness ........... , 
Noise •••••••••••••••••••••••••••••••••••••••• 
Untidy room; room cleanliness •••••••••••••••• 
Little or no complaints ....................... . 
Immaturity • ................... ., ••.•..•..•..••..•... 
Too busy; too sociable; too boisterous •••••••• 
Poor manners; rude .... , ...................... ,. •• 
Disrespect or discourteous to residence 
staff •••••••••••• ~ •••••••••• ~ ................. . 
Lack of interest instudies ................... . 
Lack of moral discipline; lack of integrity; 
poor values ••••••••••••••••••••••••••••••••••. 
Late hours ••.• ..•..••.•.. -.•... • -•.•..•...••.••.•• 
Selfish and self~centered ••••••••••••••••••••• 
Careless with property .......................... . 
Not serious; casual ........... ~ ................ q 
Dating problema.~••••••••••••••••••••••••••••• 
Dress standards; poor grooming ................. . 
Lack of desirable qualities; uncooperative; 
poor attitude ....................................... , 
Communication problem., ........................ . 
Lack of follow-through •••••• ·-· .•.••• .a ........... . 
Telephone problem .......... ., ....... -......... -• ••• • ~ 
Fault-finding; griping ............ ~ ............. . 
Do not give time to dormitory activities •••••• 
Roommate problem; unappreciative; lack of 
initiative; lack of administrative support; 
conflict of own responsibility and student 
councils; neglect to sign out; stealing 
( 2 ee.ch) ...... , , ••• .., •••. - ••• D •••• ~ •••••• • •• o • -• • 
*Others (1 each) ••••••••••••••••• , •••••••••••• 
Total • ••..• ~ .• • .•...... D •••• q ......... ~ ••• o 
. 
Fre-
qil.ency 
. 
l2T 
51 
31 
14 
11 
10 
10 
10 
9 
8 
8 
6 
6 
6 
5 
5 
5 
4 
4 
4 
3 
3 
3 
14 
6 
236 
I 
Per ... 
cent 
( '3J 
22 
1.3 
6 
5 ' 4 
4 
4 
4 
4 
4 
3 
3 
3 
2 
. - 2 
2 
1 
1 
1 
1 
1 
1 
6 I 
3 
100 : 
*Too materialistic; continued request for exceptions; students 
need orientation and guidance; do .not ask for counsel; 
impetuous; defensive. 
,( .,,,. "'·"'8 ~; t\ it:\ 
Is this type of behavior typical of college age groups? Are 
the standards used by the residence hall staff out of line 
with the behavior of the times? At what point does a behavior 
become thoughtless? Can we teach attitudes, behavior, a'nd 
values? Conversely, does it mean that student 1 s·lack of 
consideration signifies the quality of.the residence hall 
personnel~ Is there a lack of genuine understanding and 
respect for resident students on the part of the staff 
persoz:mel. 
The second most frequently mentioned complaint is 11 Noise 11 • 
Again, there is danger of defining and limiting this characteristic 
expressed by the word "noise 11 • Most college dormitories have 
"quiet hours" especially during the evening when students are 
encouraged to do their studies. Although there is considerable 
peer pressure that keeps the very loud noise down, there seems 
to be a tendency towards outbursts and uncontrolled 11 hen 
sessions 11 • Over and beyond the ordinary conversations and 
occasional outbursts, does this mean a lack of healthy 
outlet for tensions in.the residence halls? Here again is 
ample ground for social education in terms of consideration 
of others. Do most dormitories provide recreation rooms, 
music rooms, reading rooms, study halls, meeting rooms, 
lounges, date rooms which students are encouraged to use for 
their respedtive activities? Also significant is the 
administrative control over this problem of noise. When 
does noise become a social menace? 
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Furthermore, much evaluation can be made on the various causes 
of excessive noise. The implications seem great in terms or 
I 
individual emotional problems for those who persist. 
The question of "Untidy rooms", also expressed frequently 
as "room cleanliness", seems to hit the third spot in the list 
of complaints against the students. Housekeeping is a 
necessary part of living, and teaching good, clean, systematic 
room maintenance becomes a must in almost all instances. 
Most colleges have room inspection· when certain standards a.re 
expected· to be mai:ntained9 Basically, room cleanliness is a 
reflection of each individUals discipline to date, and her 
expression of her individual personality. 
Significant was the fourth place complaint of "Little or . 
no complaints" listed 11 times.. The implications here are 
many: the fear of expressing own inadequacy of the residence 
hall starr if complaints are frequent; the inability of 
administrator to list them for certain reasons; the lack of 
communication between the residence staff and her administrative 
superiors; the complete a,cceptance and understanding of th:e: 
residence hall staff of all behavior and attitudes or the 
.students. 
"Immaturity'' was listed 10 times. Here again, because· 
of lack of limiting definition, there may be danger of not 
fully comprehending the specific type of behavior. Immaturity 
may certainly be expressed by some as "Thoughtlessness"'or 
"Lack of responsibility", listed as most frequent complaint+ 
The college ... age group seems to be one of constant struggle pf 
shedding more infantile behavior for one of more mature one;s. 
The extent to which this type of personal and social develo;pment 
can occur will depend upon the teacher of the situation--the 
residence hall personnel. 
The next frequent complaint was "Too busy--too sociable--
too boisterous". These comments imply too busy with the more 
pleasureable and social activities, and less "t-Iith the more 
serious chores that require effort. 
"Poor manners--rude" were mentioned 10 times. This, 
again, has implications expressed by the phrases "lack of 
consideration" and "immaturity". How much of this kind of 
behavior reflects lack of knowledge of acceptable rules of , 
etiquette, or. how much is a basic·question of values or 
attitude of the students is difficult to discern. Also, 
the older residence hall director's own values and ego-need~ 
may be part of the reason for this complaint. 
"Disrespect or discourteous t6 tne residence hall staff" 
is the next complaint. This seems to relate to the forego:i,:ng 
complaint of "poor manners 11 • The newer concept of child-
centered philosophy, meeting the needs of the child, may have 
been emphasized at the expense of other concepts of good living 
and mature behavior. This seems to be a question of the 
existence of basic problems of conduct. The older staff 
members reared ,and·schooled in one cultural code of ethics 
look with disfavor onthe less inhibited pattern of behavioir 
of the present day college students. 
"Lack of interest in studiesn is a corollary to "too btisy--:too 
. i 
sociable"; this complaint was mentioned eight times. 
N'ext on the list is "Lack of moral discipline--lack of 
integrity--poor values 11 • These terms are too general and 
implications too numerous to make specific comments. They 
seem to relate directly or indirectly to the negative behavior, 
attitudes and comments of the students in all phases of 
dormitory life9> 
"Late hoursn was listed six times. 11 Late hoursn becomes 
a problem when the activity taking place late at night .becomes 
a nuisance to others., Usually, keeping constant late h;ours. 
would result in "roommate problems 11 , or "noise". 
"Selfish--self~centered" comes next on the list. Philip 
l 
E. Jacob in his book "Changing Values in College 11 has found f 
that the great majority of college students appear unabashedly 
self-centered, and that they intend to look out for themselves 
first and expect others to do likewise, in a survey he has 
conducted to discover the values of American college studerlts 
.v 
as a result of general education. 
11 Careless t.dth property" was mentioned six times. This 
must.refer to both private, personal property of the students 
as well as the "public property 11 of the university. In an· 
·effort to decorate the rooms, thumb tacks, tape, nails; and 
such may mar the walls of the.rooms. Careless handling of. 
furniture may result in damaging them. 
lf Philip E. Jacob, Changing Values in College, Harper and 
Brothers Publishers, New York, 1957, p. 1. 
.00712 
"Not serious--casual" ~s the next complaint. There ma:y· 
be lack of seriousness in studies, in participating in dormitory 
activities and regulations. 
"Dating problem 11 rated next. This seems to indicate the 
behavior of .the . students in the dormitory with their dates,: 
and/or problems resulting from emotional entanglements with: 
11 datesn. 1'1any residence halls have regulations concerning 
code of conduct with 11 dates 11 in and around the dormitory. 
The next complaint is 11Dress standards--poor grooming":,. 
This problem too seems to be usually spelled out in the 
regulations of residence halls. The urban university may b'e 
more conscious of 11proper attire" than a campus school.: 
Then there is a question of the :prevailing fashion. Th,ere , 
is a need to define and re-define what is "proper" and what 
is "improper". 
nLack- of desirable qualities--uncooperative--poor attitudes" 
is the next complaint. Here,again, are negative qualitie~ 
which may describe a whole gamut of undesirable qualities. 
The next on the list it:f "Communication problem". The · 
writer feels a free flowing two-way communication system i~ 
imperative. Students should-be encouraged to discuss 
dormitory problems freely and fully. On the other hand,· 
proper interpretations of regulations and policies of the 
university must be given by the residence hall staff. There 
·is further the necessity of providing proper facilities--such 
as bulletin boards in lobby, secure mail boxes, telephone and 
inter-communication system. 
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"Lack of Follow-through" is the next complaint. -
"Telephone problem11 carefully analyzed could produce a: 
whole list of specific complaints. Most residence halls seem 
to have definite regulations governing the use and operatio,n 
of the telephone. 
"Fault-finding--griping11 comes next on the list. A 
conscious effort must be made by the residence hall personnel 
to direct these gripes to proper channels, and to investigate 
the causes for them •. 
11 Do not give time to dormitory activities 11 is next on· 
the list. Student apathy in college activities, or more 
popularly known as school _·spirit, has been a much debated 
topic for a long time. 
There were seven complaints that were mentioned at least 
twice each. They are "Roommate problem; unappre_ciative; lack 
of initiative; lack of administrative support; conflict of· 
own responsibility and student council; neglect to sign out 
and stealingn. 
Those complaints listed atleast once were "Too materialistic; 
continual request for exceptions; students need orientation 
and guidance; do not ask for counsel; impetuous and defensive'! 
6. Most Frequent Complaints by Residence Hall Personnel 
Regarding Their Own Working Conditions 
Ther·e seems to be a general understanding among student 
personnel administrators of the difficulty of getting and 
maintaining residence.hall personnel. 
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Careful analysis shows that these personnel workers do 
experience deep intangible satisfactions intheir jobs--
. excitement, new adventure' variety, successes, ·appreciation, 
challenge, fun, congenial and considerate co-workers, able 
ll 
to see student growth and development. However, Ricker 
outlines four reasons for the difficulty of hiring and 
maintaining desirable residence hall directors: 
le The wide variety and multiple duties expected of them. 
2 .. The extremely low and unprofessional salaries given them. 
J. The non-academic status offered to those with professional 
training. 
4~ The inadequate and often times inconvenient living y 
quarters provided as a part of their salaries. 
Like any--other gainful e~qployment there are deep 
satisfactions as well as ·unsatisfactory phases of the position 
of residence hall staff .. Tothe survey question "What are 
the five most frequent complaints or grievance·s given by the 
residence hall directors regarding working conditions", the 
follo~1ing results were obtained. (See Table ,36~ 
lf David Johnson, "What Keeps the-Student Personnel Workers 
Going 11 , Personnel and_ Guidance Journal, (September, 1955) P• 99· 
2:/ Harold Ricker, 11 Planning Functional College Housing 11 , • 
New York Bureau of Publications, Teachers College, Columbia 
University, 1956 .. 
I 
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Table .36,. r1ost Freq1;1.ent Complaints or. Grievances 
Given by Residence Hall Directors Regarding 
Working Conditions 
Types of Complaints or Grievances 
Long, late hours; lack of sleep ••• 
Confinement ••••••••••••••••••••••• 
Inadequate living quarters •••••••• 
Lack of help; understaffed; need 
for assistance .................... .. 
Lack of own social life; cannot do 
personal activities .... o••••••••••• 
Continuous responsibility; many 
demands; interruptions ••••••••• ~ •• 
Personality adjustment among 
residence hall staff ............... . 
Too much paper work; inadequate 
office space and supplies ••••••••• 
Poor communication •••••••••••••••• 
Little or no complaints ........... . 
Too noisy, cannot sleep ••••••••••• 
Hard to please students, alumni 
and administration •••••••••••••••• 
Total •••••••••••••••••••••••• 
Fre-
quency 
(2) 
49 
25 
20 
15 
15 
1.3 
7 
7 
~ 
5 
1 
170 
Per-
cent 
{'1) 
28 
14 
11 
9 
9 
6 
5 
5 
5 
4 
3 
1 
100 
First and foremost complaint on the working conditions 
of the housing personnel is the "Long, late hours 11 of duty 
demanded on the jo~. This complaint was listed 49 times, 
and is nearly one third of all under this category. This 
phase of the job may be due to the necessity of actually 
living among the resident students. The very nature of the 
job of head of a household necessar-ily implies the presence 
of responsibility almost 24 hours of the day. 
The essence of this complaint seems to be the presence of 
"mentalpressure", or the lack of freedow.from responsibility, 
which makes the job most difficult. 
The second complaint, listed 25 times, is "ConfinementC 
This follows the first complaint to ·the extent that lack of 
freedom from responsibility almost 24 hours daily naturally 
creates a feeling of confinement. Usually, there are no 
definite "business hours" specified in this position. There· 
may be tacit understanding of "freedom to do personal things" 
when necessary, but the very absence of specific on-duty hours 
seems to make for this feeling of confinement. 
The thiro. complaint, that of "Inadequate living quarters", 
seems to be a rather relative question, yet a sign.ificant one. 
It may mean lack of privacy, lack of all the modern conveniences, 
or lac:k of private kitchen or bathroom. In the smalle:t;> 
residence halls, the residence hall director's room may be 
the place where she does her administrative· work, her counseling 
of students, house meetings, or even used as lounges for tb.e 
students. The writer feels that it is i~erative that the 
director be assured as much privacy and proper physical 
faciliti€S to do he.r job effectively. There is a need for • 
basic security in terms of her living quarters before good 
results can be expected of her .. 
The fourth complaint, that of "Lack of help--underste.ffed--
need for assistance", points out the fact that the residence 
hall personnel is basically expected.to be 11 jack-of-all-trades 11 
continuouslye 
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There seems to be a lack of relief persons to enable her to 
get away from the premises periodically. It may mean she rnay 
be assigned regular desk work or'any other specified job over 
and beyond the general responsibilities of being the head of a 
house. She may be called upon to handle emotional problems, 
health problems or theft problems which she feels inadequate 
to do, yet is expected to settle all problems "the best she 
knows how". 
"Lack of .social life--~annot do personal activities" 
seems to be releted to the first, second, and fourth compla,i:b.ts 
· in this category. Even though she has tacit approval to pursue 
her social life, the continuous presence of responsibility · 
n.ecessarily deters her from freely making plans for herself,. 
She may ·have one free week-end a month, or one free day a 
week. However, her outside social demands may not come 
systematically to coincide with her schedule. Furthermore, 
in spite of her free days, because of unpredicable demands 
of the job, her social life may be curtailed .. 
The sixth complaint is "Continuous responsibility--many 
demands--interruptions 11 • This seems to be another way of 
expressing 11 long, late hours 11 and 11 Lack of help--need for 
assistance 11 • The common element in a1most all the complairits 
in this category is the need for relief of the mental 
pressure from the responsibility which is ever present. 
The next complaint, that of nPersonality adjustment 
among residence hall staff members 11 may be found in almost 
all positions involving two or more people employed who work 
closely together. 
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In a bigger and more complex residence hall, there may be a: 
need to clarify the line of demarcation between the responsibilities 
of the various personnel. How much of this problem is traceable 
to purely personality differences and how much is the b.asic 
personnel policy and/or .grieyance procedure of the various 
institutions is difficult to discern. Consistent effort to 
evaluate the situation of personnel adjustment is vitally 
necessary. Basic personnel policy should be consistent with 
basic good educational principles. The functional personnel 
policies should be formulated on a cooperative spirit. ·Also, 
a consistent effort to clear lines of communication, provide 
means of reducing misunderstanding, and provide personnel policy 
based upon policy rather than on perso.nal. basis. 
The next complaint is "Too much paper Nork--inadequate 
office space and/or supplies to work with". There are many 
phases of administrative duties that will have to be assumecl 
by every residence hall personnel. Furthermore, some are 
given extra responsibilities in other areas, and find the 
numerous paper work an extra burden. •t Inadequate ·office 
space" sounds like a corollary of inadequate living qua:rters 
in that in most instances, the directorrs room is used for 
multiple purposes: sleeping, lounging, office space, counseling 
area, meeting room, etc. "Inadequate supplies 11 may mean the 
necessity of economic control in this area. 
"Poor communication" is the next complaint. Poor 
communication between what elements? 
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With the absence of specifics, the writer must assume that 
this· characteristic must exist in all phases of the working 
lives of the resi'dence hall personnel.. A basic good worki~ 
organizational policy eEpecially regarding.commqnication 
between all elements--administration, students, co-workers, 
parents, other members of the university community--must be 
established and adhered,to. Channels of communication must. 
never be clogged if efficie·ncy is to be maintained. 
Next is "Little or no complaints" .• This brings up 
numerous reasons for such comments. Some are: the basic 
acceptance of the more undesirable elements involved in these 
positions; the fear of admitting their own insecuritie·s and; 
inadequacies; the inability to communicate with their 
administrators; and the administrators reluctance in outlining 
.. them. 
The next to the last complai~t in this category, ·"too 
nois:y-~cannot sleep 11 , is the one rating high .in the list of 
complaints against students •. This also·seems to be a coroll~ry 
q_f "inadequate living quarters"·.. The proximity of the 
director's room to the resident students' rooms necessarily 
would result in thi.s si tua.tion. 
The last complaint is "Hard to please students, alumni ' 
. - . . . 
and administration". The writer feels this- is a big order 
. b~cause of the. different demands being· made of the residence 
hall personnel·by these different groups of people. 
I . 
• 
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A philosophical consideration here may include the thought 
that sound educational principles, aims and purposes of' the 
university and a good functional organization policy should. 
dictate the general·behavior and attitude ofthese personnel 
workers instead of a·super'ficial desire to answer the demands 
of each group. 
7. Most Frequent Complaints by Residence Hall 
Personnel Regarding Their Own Status 
The specific grievances or complaints of the residence 
hall personnel concerning their own status as listed by the 
administrators show "Inadequate pay" mentioned almost 50 
percent of all in this category. (See Table J7) 
Table 37. Most Frequent Complaints or Grievances Given by 
Residence Hall Directors Regarding Their Own Status 
Types of Co~laints Grievances Fre- Per-or quency cent 
( 1) (2) (1) 
Low pay ••• • •·•· .. e ......... •·• • •••••••••••••••••••• • 49 44 
Low prestige, no faculty privileges ••••••••••• 22 19 
Feelings of incompetence and inadequacy ••••••• 14 lJ 
No privacy .. ••••• • ••••••.••• •-• .. ·• •• ~ ~- • • •• _ .• e •• o • 10 9' 
Clarification of status and responsibilities •• 5 4 
Little or no complaints ............................ ~' 4 4· 
Dichotomy of administrator and counselor •••••• 4 4; 
Not much opportunity for advancement$••••••••• 2 2 
older women to accept student .. Difficulty of 
personnel point of v1ew ~ ••.•• ~ ............... 4J e. 1 1· 
Total ••••••••••••••••••••••••• ~·········· 111 100' 
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Ricker lists second on his list of the difficulty of hiring 
residence hall personnel, uthe extremely low and unpro~essional 
salaries given them11 • This reason seems to be a relatively 
accepted traditional aspect of the position. Those educators 
who advocate professionalism of personnel workers in the 
residence halls must also consider appropriate elevation i~ 
terms of salary. The business managers and comptrollers of 
higher education must be convinced of the role of professionalism 
in the residence halls before adequate economic assistance.can 
be given in this area. Traditionally, the .role of the 
residence hall director was assumed by those widows whose 
children have all grown and established in their respective 
roles, and whose need of physical and emotional securities' 
were provided by the residence halls. The university, because 
of economic reasons offered little, and found these ladies: 
acceptable. The writer feels of all the student personnel· 
services, the progress of professionalism of the housing 
personnel has been slowest, yet the need the greatest. 
Second on the list of complaints regarding own status is 
"Low prestige--no faculty privilegE!s 11 • One of the basic n¢eds 
of human beings is to "feel important-~ to feel accepted tl. 
Especially with such a variety of duties to perform for usually 
an undefined span of time, and in a university community where 
. ' 
professionalism is stressed in all other areas, the re~idence 
hall pe~sonnel seem to resent the low status given them. 
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A consistent elevation of academic training, experience, 
personality qualifications of the residence hall personnel 
together with proficient requirements in terms of professional 
work, and with decent pay and working facilities shoUld be the 
trend. In terms of morale, low prestige, no faculty privileges, 
but work over and beyond the normal work routine all contribute 
to negativism among these personnel workers. 
"Feelings of incompetence and inadequacy" rate third on 
this list. This seems like a natural result of the professional 
demands made upon unqualified personnel. In order to properly 
carry out the full significance of the student personnel 
philosophy, the personnel involved must pursue a consistent 
professional attitude based upon firm principles. It cannot 
. be a hit or miss operation. Higher education cannot allow i 
for experimentation in this area. 
11 No privacy" is the next c·omplaint. This complaint may 
. be related to 11 inadequate living quarterstt or 11 continuous 
responsibility--many demands 11 • However, the writer is 
interpreting this 11 no privacy 11 to mean the lack of privacy· 
in the residence hall personnel in terms of the philosophical 
concept of not having the inherent right to live as she wishes 
as a private free citizen without constantly being surrounded 
by others who can observe her every step. In other words,! to 
a great extent the director who has a room in the residence 
hall virtually lives in a 11 fish bowl". 
·-
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The next complaint is 11 Clarification of status and 
responsibilities 11 • This complaint seems to be justified from 
the point of view of the residence hall personnel because of 
the multiplicity of needs, demands, and situations which can 
occur in a living situation. However, an attempt by the 
administration to define clearly this kind of situation is a 
Herculean task, and may become too limiting. 
The next is nLittle or no complaints 11 • Again, the exact 
nature of.this comment is not known. 
11 Dichotomy of administrator.and counselor 11 is the next 
complaint.. The basic qualities and working principles which 
distinguish these two positions are contradictory; however, 
the ends are the same. Every student personnel worker 
basically assumes these two roles .with one purpose and aim 
in mind~ How the student views the personnel worker would 
depend upon her orientation, her understanding of the function 
of the personnel worker and the situation. How the personnel 
worker responds to the student would depend upon the skill 
and knowledge of.the staff personnel to affect the end result, 
her personality and the situation. To resolve whatever conflict 
there exists w!thin the residence hall personnel in terms of 
this dichotomy of administrator and counselor seems to be a 
great challenge. However, there needs to be proper understanding 
of the full significance of these various roles and how they 
effect the student. 
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The second to the last complaint in this category is 
n Not much opportunity for advancement tt • Opportunity for 
advancement usually is a great motivating factor in any 
position. However, the gap between the professional position 
and non-professional position in a university setting is 
such that one is on a definite level than the other. Therefore, 
the acquiring of either basic nprofessional ·qualifications~' 
or other more obvious reasons must motivate elevation from 
one status to another. 
The last complaint on the list is "Difficulty for older 
women to accept the student personnel point of view 11 • There 
still seems to be a great number of people who feel the role 
of the "housemother" is to discipline the girls and protect 
them from the' evils of society. The orientation of many older 
women in residence hall positions may be a far cry from this 
new concept of the student personnel point of view. A few. 
orientation sessions, weekly staff meetings, and in-servicE?-
training programs may not COll\Pletely bring forth a whole 
change in attitude and behavior. 
B. The Trend of Administrative Thoughts Relative to 
the Standard of Preparation, Qualifications and 
Selection of the Residence Hall Personnel 
Question 23 on the questionnaire, "'What is the trend Of 
your administrative thoughts relative to the standard of 
preparation, qualifications and selection of the Residence 
Hall Directors 11 , was an open-end question giving full free~om 
of expression to the administrators involved in affecting 
policies of housing personnel. 
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The key that unlocks the door to progressively professional 
trend is in the hands of those able to determine the basic 
policy. These administrators in the position of hiring 
professionally competent housing personnel have the responsibility 
of seeing that all other phases of the position are elevated 
accordingly--higher pay, adequate physical facilities, proper 
assistance, appropriate privileges, etc. 
The full significance of this question rests basically 
on those administrators who are aware of the educational 
experience of the students in residence. How much effort are 
these administrators exerting in pooling their energy and 
thinking in pushing progressively for high standards in 
preparation, professional training, duties and certification 
in the various districts, state and national levels? The 
various national organizations of educators and administrators 
who are concerned with the professionalism of housing personnel 
can do much in furthering this end. 
Generally, the whole trend of answers on this question 
pointed toward the need for more and better professional 
training, in-service training, broader experience, college 
training, and desirable personality traits. 
The most frequently mentioned thought concerning this 
question was 11 More preparation - more professional training -
higher standards - professio~alism11 , mentioned 38 times or 22 
percent of all other thoughts. (See Table 38) 
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Table 38. The Trend of Administrative Thoughts Relative to 
the Standard of Preparation, Qualfications and 
Selection of the Residence Hall Director 
Trend of Administrative Thoughts 
More preparation; more professional 
training; higher standards; professionalism ••• 
College graduate; Bachelor's degree ••••••••••. 
Forced to use non-trained personnel because 
of inadequate pay ••••••••••••••••••••••••••••• 
Master's degree- Master's in Personnel· ....... . 
Educational qualifications and work experience 
College degree preferred, but right 
personality more essential •••••••••••••••••••• 
More in-service training; more workshops; 
internship program •••• · ••••••••.••••• , ••••••••• 
Liberal Arts background ........................ . 
Personnel minded •••••••••••••••••••••••••••••• 
Hard to find well-trained and experienced 
personnel to do residence hall work •.••••••••• 
Broad experience •••••••••••••••••••••••••••• ~. 
Want residence hall personnel trained in 
counseling •. .... ~ ........................ -• .... . 
Proven successful candidates •••••••••••••••••• 
Training in Psychology and Guidance ••••••••••• 
Widows with no restrictivities; mature women, 
better than younger girls ••••••••••••••••••••• 
Prefer teaching faculty on residence hall 
staff . .............................................. . 
Nust increase program in dormitories ••••.•••••• 
Better salaries and better status should be 
given . .................... · .. · . · • · • • . · · • • • • · · • 
Testing should be used to select personnel .... . 
*Others (1 each) ............................... . 
Total q ................... • • • • • • • • • • • • • • • • • 
;· 
F;re-
quency 
{2) 
' 
38 
17 
14 
! 13 
i 1.3 
' 12 
10 
9 
9 
8 
6 
5 
5 
4 
4 
.3 
3 
2 
2 
3 
180 
i~>Exemplary loyal Catholic; more couples - fewer widows; 
combination of graduates, faculty, and older women. 
Per-
cent 
('3) 
21 
10 
8 
7 
7 
6 
6. 
5' 
5 
4• 
3 
3 
.3 
2 
2 
2 
2 
1 
1 
2 
100 
The evidence seems obvious that administrators are not satisfied 
with the present state of condition. A progressively higher 
standard in the quality of the housing personnel seems to be 
_in order. 
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Second on the list is described as ncollege graduate-; 
Bachelor's degree". This again is an indicationthat administrators 
-~eel that at least a baccalaureate degree is necessary in this 
position. Theorectically, the residence hall personnel is a 
11 teacher 11 of one phase of college education-~the college 
-students' emotional, personal, social, spiritual and mental 
life.. It seems only logical then that these 11 teachers" should 
at least have a Bachelor's degree~ 
·-
The third comment introduced a new idea--that of "Forced 
to use non-trained personnel because of inadequate pay•i. In 
effect, this remark is indicating the lamentable situation. 
that now exists, and is making a plea for higher wages to 
offer to more professionally trained personnel. 
"Master's degree--Master's in Personneln was listed 1.3 
times. There seems to be a trend toward offering internship 
programs in the residence hall program to those candidates 
who-are working for the Master's degree in student personnel 
work. For these graduate students who plan to become career 
residence hall personnel, these practical internship 
responsibilities are invaluable experiences. 
The next comment expressed as nEd.ucational qualifications 
and work experience 11 seems to have definite common elements 
-
with the four foregoing comments. This comment introduces 
the idea of having work experience, but basically, it, too, 
is expressing higher standards than it now exists. 
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The next idea, "College degree preferred but right 
personality more essential fl poses a basic philosophical concept 
' 
inherent in all areas of human relationships. How much does 
the intangible personality qualities play in affecting the. 
"right" relationships with the students? Intellectual 
understanding of the theoretical principles of psychology 
alone does not make the ideal personnel worker. This 
exemplifies the eternal question of uis the personnel worker 
a social scientist or an artist". The writer feels that orie 
without the other is still less than a careful blending of 
the two. 
11 More in-service training--more workshops--internship 
program" are the next remarks mentioned ten times. Realizing 
that there are so ma~y non-trained housing personnel, there' 
is a great need for in-service training which can not only 
give intellectual knowledge and facts, but also give a chance 
to evaluate the applications of these principles in their daily 
work. A consistent effort in providing opportunities to 
increase competence is one of the earmarks of professionali:sm. 
Human relationships have too many variables that need constant 
scrutiny. 
The next thought is expressed as 11 Lib.eral Arts background 11 
which seems to indicate the importance of a broad background 
in the social sciences and humanities instead of a specialized 
personnel background. There seems to be many educational 
.\ ' 
philosophers who feel that training in teacher education shpuld 
be "Broad" not specialized. 
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"Personnel-minded" the next idea seems somewhat contradictory 
to the foregoing idea of 11 Liberal Arts background II. Hm·lever' 
the condition which seems to be most desirable is not so much 
one or the other, but the existence of both--a basic knowledge 
of personnel principles and a broad liberal arts background. 
Next comment is 11 Hard to find well-trained and experienced 
personnel to do residence hall work 11 .. This seems to be a way 
of ~xpressing the third comment in this category-- 11 Forced to 
use non-trained personnel because of inadequate pay 11 • Also, 
because of other so-called 11 undesirable 11 elements such as 
long hours, low prestige, much demand, no privacy, those 
seeking housing positions must be strongly service and personnel 
minded. 
The next comment 11 Broad experiences 11 poses an idea of the 
·- .. 
need for personnel which is versatile, one with the ability 
to cope with the many different demands and situations which 
can be expected in a living situation, and one who can meet 
the varying personal needs of the students. Especially in 
emergency situations when emotions take over, the residence 
hall personnel is looked upon as the 11 pillar of strength11 , 
as the·one who would establish the pace of the whole dormitory. 
A personnel with 11 Broad experience 11 is more inclined to be able 
to asses the situation and act accordingly. 
"Want residence hall personnel trained in counseling" is 
the next comment. This idea stresses the importance of a 
background of counseling principles, techniques, and practice. 
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In as much as there are more situations in the residence halls 
where "informal counseling 11 can take place, for those students 
who are not yet ready to seek professional help can be helped 
by a skilled residence hall personnel who have the knowledge 
of counseling. Students• emotional problems become more 
-
apparent in the more informal setting of a residence hall. 
There is a greater need, therefore, for housing personnel to 
be trained as a counselor. Ideally, there should be a 
residence counselor who does not have any administrative 
responsibilities of the dormitory~ She should maintain an 
office in the dormitory, and students should be informed of 
her exact function. 
The next expression "Proven successful candidates 11 is a 
trite but significsnt desire of all administrators in positions 
of hiring personnel. 
11 Training in psychology and guidance 11 seems to be a 
comment based upon most of the foregoing ideas of more training 
in this particular field of 11 informal, practical education"~ 
.. 
. A thorough knowledge of the science of human behavior and all 
its ramifications are basic in this position. 
A more generalized and superficial thought "Widows with 
no restrictivd:ties--Mature women better than younger girls" ; 
is the next comment. A person with less outside emotional 
ties tends to concentrate her attention to the students and 
her work. Furthermore, an older woman has less outside social 
interests that distracts her attention. 
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These tendencies do make for greater concentration on her 
work. However, the writer feels that age alone or the number 
of restrictivities outside the dormitory are not the·core of 
the problem. She does acknowledge, though, what the tendencies 
of these situations may mean in the effectiveness of the 
residence hall personnel. 
A concept not fully explained is expressed as "Prefer · 
teaching faculty on residence hall staff 11 • • With teaching 
faculty, there seems to be little doubt as to their intellectual 
capabilities. However, there is no assurance that other 
desirable qualities necessary for this unique position exist. 
There seems to be many universities which give teaching faculty 
free room and board in exchange for assuming responsibili ti·es 
as housing personnel. Since this arrangement calls for less 
than full-time responsibility, their efforts in the residence 
halls become a secondary matter. Theoretically, at least, 
these personnel become pure administrators and npreservers 
of peace 11 in the residence hall. 
11 Must increase program in dormitories 11 is the next idea 
expressed three times. These administrators- feel that 
dormitories are more than a place to eat and sleep. Active, 
concentrated, purposeful educational activities must be planned 
in the residence halls if students are to expe:r?ience ~earning 
situations. The student government, for instance, and all its 
leaders and participants, the various responsibilities assumed 
and carried out and their implications in terms of democratic 
procedures, citizenship responsibilities, social activities 
are educational experiences for adulthood. 
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The next concept 11 Better salaries and better status should 
-be given11 is another way of expressing the central trend of 
thought evidenced in this entire category. To expect 
professionalism in preparation, training, experience, and 
responsibilities has concommitant obligations of raising 
salaries, status, and privileges. 
There were two expressiohs of 11 Testing should be used 'to 
select personnel 11 • This seemingly scientific approach in 
selecting personnel may be appropriate for some part of the 
selection process, but the desirable intangible personality 
traits may not necessarily be determinable by testing. 
Each of the following three ideas were expressed once--
"Exemplary loyal Catholic 11 ;"more couples--fewer widowstt; 
11 Combination of graduates~ faculty and older women". The 
first 11 exemplary loyal Catholic" must be expressed by a 
-
older women11 seems to be expressing a plan for a more compl,ex 
and bigger set-up where specialization and manpower are needed. 
Instead of the comcept of a well-trained 11 jack-of-all-trades" 
I 
personnel, this idea calls for more and specialized experts 
who meet the varying needs of the resident students. 
• 
CHAPTER V 
SUMlliARY, CONCLUSIONS, RECOMHEl\IDATIONS 
1. Summary 
General considerations.~-The Dean of Women or her 
assistant was the most frequently iisted (50 percent) 
administrator who filled out the questionnaire. The 
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Business Managers comprised three percent of those filling out 
the questionnaire. Ninety-seven percent indicated selection· 
of housing personnel in the hands of personnel or policy 
administrators., 
Western United States institutions were most responsive, 
Southern States moderate, and New England States least to 
the survey .. 
The greatest number of universities represented had a 
total enrollment of students between 1,001 to 3,000. Sixty-
six percent of the schools were from the 11 s:naller schools"--
. . 
under 6,000 students. Only five percent of over 15,000 students. 
Forty-four percent were public institutions, whereas 
private-denominational and private-nondenominational were an 
equal 28 percent. 
The greatest number of responding institutions have 
between 201 and 400 resident students. Almost 50 percent 
have between 201 and 600 students. There are four institutions 
with less than 50 and three schools with over 3,000 students. 
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Sixty-six percent of responding institutions claim 
having the student personnel philosophy with 12 schools 
indicating other emphasis as well(disciplinary or academic· 
or managerial); siventeen percent claimed academic emphasis 
with 13 schools indicating other emphasis too; twelve percent 
indicated disciplinary emphasis with six schools having other 
emphasis as well; three percent indicating managerial emphasis 
with three schools showing other emphasis as well. 
The kind of basic philosophies of the residence halls by 
the type of schools responding show the student personnel 
philosophy is well above the 50 percent mark, with the public 
schools showing almost a 75 percent m~rk. Private denominational 
institutions show largest percentage of having 11 disciplinary" 
as major emphasis. 
By geographical location, the student personnel philosophy 
is most prevalent in the Middle States region. New England 
States region has the smallest percentage of the student 
personnel philosophy. Southern States show a greater number 
than other regions in having academic and disciplinary emphasis. 
The Dean of Women is the most frequently mentioned 
administrator who is given the responsibility of screening and 
selecting the residence hall personnel. However, in many 
instances, the selection is a cooperative venture among 
numerous other administrators such as the President of the 
university, Dean of Faculty, Business I1anager, Dean of college. 
• 
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Thirty-six percent of the responding institutions have 
the President of the university or college give ultimate 
approval of the original selection. The Board of Trustees , 
or its equivalent group approves the original choice in 16 
percent of the schools. Fifteen percent delegated this 
responsibility to the Dean of Women. There are also numerous 
combinations of administrators and boards who give the final 
approval. 
As far as supply and demand of applications to the 
residence hall personnel positions are concerned, 49 percent 
indicated applications usually greater than positions available; 
twenty-five percent felt it was equal; twenty-six felt it was 
usually less. 
Fifty-nine percent indicated that no standard criteria 
is being used to select residence hall personnel. The rest 
indicated the contrary. 
In terms of frequency of practice of the various methods 
of application and screening of the residence hall personnel, 
they are as follows: personal interview, 27 percent; character 
reference letters, 25 percent; application letters, 20 percent; 
application forms, 16 percent; health examination, six percent; 
previous employment record, three percent; academic credentials, 
personnel testing, and no methods used, one percent each. !The 
three most frequently used combination methods include: 
application letter, personal interview and character refer~nce 
letters; application letters, application forms, personal 
interview, and character reference letters; application fo~ms, 
personal interview, and character reference letters. 
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Most frequently used title is Head Resident, or of house, 
or of hall with 31 percent. The others in order are: Director 
(house, hall, residence, dormitory, or social) with JO percent; 
Counselor (residence, house, womens, director of, dormitory) 
16 percent; Housemother with 13 percent; Hostess, 7 percent; 
Housefellow, Graduate or Resident Assistant, House Supervisor, 
one percent each. 
Sixty percent of responding institutions' residence hall 
personnel are classified as staff. Twenty-one percent are 
called personnel or guidance staff, but have no academic 
rank, and 16 percent have full faculty or professional status. 
Fifty-four percent of the responding institutions have 
full-time housing personnel; thirty-eight percent have both 
full-time and part-time personnel, and eight percent have 
part-time only. Most frequently mentioned part-time personnel 
are graduate students and teaching faculty members. 
The greatest number of cases in all responding schools 
shows housing personnels' ages occur in the 50 - 59 year old 
bracket. Next greatest number is in the 60 - 69 year old level. 
There is one case under 20, and ten cases over 70 year old .level. 
JYlost institutions offer full maintenance to their housing 
staff. Under full maintenance, the highest frequency occurs 
in the $1,501 to $2,000 per annum level; the lower level. shows 
13 cases of less than $100; the highest salary is one situation 
between $5,501 and $6,000 per annum. 
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For those having part-maintenance, the most frequent situation 
occurs again in the $1,501 - $2,000 level. The range here is 
those receiving below $100 to five situations receiving 
between $4,501 - $5,000 per annum. For those having no 
maintenance, the range is between $101 - $500 in one case 
and two cases receiving $5,001 - $5,500. In this category,. 
the peak is $3,501 - $4,000 per annum. 
Ninety-nine percent require residence hall directors to 
live within the dormitory. Only in one case this is not 
necessary. 
Almost 50 percent indicated that the average ratio 
between residence hall personnel and the resident student is 
one to over 105 students. The next most frequent ratio is 
"1 to 46- 55", and "1 to 66- 75 11 students. The smallest 
ratio occurs in one case on the 11 1 to 15 - 25 11 students level. 
By responding institutions, the three most frequently 
mentioned in-service-training program are first, organized 
orientation session by 16 schools; second, orientation session 
and systematic and varied in-service-training program listed 
by 12 schools; third, orientation session, varie~ in-service-
training program, privileges for academic growth; and 
encouragement to attend professional conferences listed by 
12 institutions. The rest are the various combinations of 
programs given. 
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Each separate program by frequency ts as follows: organized 
orientation session, 29.percent; systematic and varied in-
service-training program, 25 percent; encouragement and 
privileges extended for academic growth, 19 percent; 
encouragement and privileges extended for appropriate 
workshops and professional conferences, 17 percent; financial 
aid for academic growth, five percent; own conferences and· 
meetings, four percent; others, one percent. 
Sixty-five percent of the institutions use the conference 
method to evaluate their residence hall personnel. The other 
methods in order are: rating forms and conferences, nine 
percent; conference and report, six percent; observation, 
three percent; conference and observation, three percent;· 
rating forms, three percent; rating forms and questionnaire 
and conferences, two percent; others, three percent. 
Administrators rate the residence hall personnel in 67 
percent of all cases, Administrators and students cooperatively 
rate the housing personnel in 10 percent of the cases, 
administrators and the housing personnel rate themselves in 
three percent; students rate in two percent; and other 
combination of personnel do the rating in four percent of 
the responding schools. 
As far as the motivations of the residence hall appli~ants· 
are concerned, the number one choice shows the following 
frequencies: 
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! first, ability and interest of lrJorking with young people--
career personnel; second, security--financial, physical; 
third, security--emotional, feeling of worth; fourth, work 
experience; fifth,. missionary spirit; and sixth, prestige 
and power. 
Academic reauirements, maior field of study. work 
experience, marital status, skills and knowledge.-- Forty-nine 
pe:rcent felt that a bachelor's degree was of 11 much importancen 
. I 
in the residence hall position. Thirty~one percent felt a' 
graduate degree was of 11 much importancen and .39 percent nsome 
importance 11 • 
The specific major field of study the responding 
administrators felt that was much important in order are: 
group work, 59 percent; guidance and counseling, 46 percent; 
related personnel study, 39 percent; psychology, .39 percent; 
education, 25 percent; social vwrk, 17 percent; religious · 
training, 1.3 percent; administration, 12 percent; and nursing, 
three percent. 
Fifty percent felt that previous experience in residence 
hall was ~ery important. Work experience in related fields 
had 47 percent; community organization, membership in 
professional organization, 2.3 percent.; and work experience 
in other fields, 15 percent. 
The items listed under marital status revealed the following 
under 11 much importance 11 : has had children, 32 percent; married., 
31 percent; single, 27 percent; separated or divorced, 13 
percent. 
n:too 
The most important skills, knowledge and ability the 
I 
restdence hall personnel ne~ds to posses is counseling with 
81 percent; then, group work, 74 percent; administrative and 
executive, 34 percent; teaching, 18 percent; and ~arliamentarian, 
eight per9ent .. 
The personality characteristics the responding administrators 
felt were very important in order are: emotion stability, 
health, deep respect and interest in young people, intelligence, 
integrity, good judgment, sincerity, professional attitude, 
moral and reiigious values, objective, cooperative spirit, 
friendliness, tact, adjustability, patience, good grooming, 
sense of humor, poise, understand own limitations and strengths, 
perspective, leadership, and wide interest. 
Special oualifications, personality characteristics or 
the like essential for residence hall staff as compared to 
o-ther personnel workers.-- The follot'ling are the intangible 
personality characteristics by frequency: 11 deep and sincere 
understanding and interest in young people 11 , "patience--
calmness--not excitable", 11 warm, attractive, pleasing personality11 , 
11 good heal th--stamina11 , ~ 11 good sense of humorn , 11 good mental 
health--emotional stab ill ty--securi ty--~1ell integrated 11 , 11 good 
mature, sound judgment--intelligence--ability to make decisions", 
11 adaptability:--flexibility--adjustable 11 , ttenthusiasm--forget 
little irritations 11 , "social poise--dignity", "maturity 11 , 
' -
"alert--ability to act quickly 11 , 11 willingness to learn--
interest in improving oneself 11 , 11 objectiv1ty 11 , 11 friendliness", 
"ability to gain respect 11 , and others .. 
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In terms of ability, skills, roles, and other characteristics, 
by frequency are as follo'tl'rs: 11 ability to be a good organizer 
and manager 11 , 11 high personal philosophy--integrity", "youthfulness--
young in age 11 , ·"ability to live in groups", 11 ~bility to counsel--
to keep confidence", 11 proven successful experience with college 
students 11 , "professional attitude", 11 college graduate 11 , 
11 Christian profession", 11 ability to be an effective counselor 
and administrator at once 11 , '"loyalty to administration 11 , 
"ability to teach behavior informally", and others. 
Most frequent complaints by residence hall personnel 
regarding students.-- The complaints listed by the administrators 
regarding students in terms of frequency are as follows: 11 lack 
of consideration--thoughtlessness--lack of responsibility 11 , 
11 noise", "untidy room11 , "little or no complaints 11 , 11 immaturity 11 , 
. . . 
11 too busy--too sociablen, "poor manners--rude 11 , "disrespect 
to residence staff", 11 lack of interest in studies", 11 lack of 
moral discipline 11 ,. 11 late hours 11 , "selfish and self-centered 11 , 
11 careless with propertyn, "not· serious", "dating problem", 
i1dress standards 11 , 11 lack of desirable qualities", "communication 
tiproblem 11 , nlack of· follow-through 11 , "telephone problem", 
11 fault-finding 11 , 11 do not give time to dormitory activities 11 , 
and others. 
Most frequent complaints by residence hall personnel ! 
regarding their own working conditions.-- The most frequent 
complaints given by residence hall personnel regarding working 
conditions in order are: 
Boston Univarsi~ 
School of Education 
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"long, late hoursn, 11 confinement 11 , ninadequate living quarters 11 , 
i•lack of hel~--understaffed--neeci for assistance", "lack of 
own social life 11 , "continuous responsibili ty 11 , 11 personali ty 
adjustment among residence hall staff 11 , "too much paper work", 
npoor communication", "little or no complaintsn, "too noisy, 
cannot sleep", "hard to please students, alumni, and administration". 
Most frequent complaints by residence hall personnel 
re~arding their own status.-- The most frequent complaints 
given by residence hall personnel regarding their own status 
in order are: "low pay 11 , 11 low prestige, no faculty privileges", 
11 feelings of incompeta!1ee and inadequacy", 11 no pri vacyn, 
,;clarification of status and responsibilities", 11 little or n.o 
complaints", "dichotomy of administrator and counselor 11 , ffnot 
much opportunity for advancement", "difficulty of older women 
to accept student personnel point of viewu. 
The trend of administrative thoughts relatiye to the 
standard of preparation, qualifications and selection of the 
residence hall directors.-- Generally, the whole trend of 
administrative thoughts relative to the standard of preparation, 
qualifications and selection of the residence hall directors 
pointed toward the need for more and better professional training, 
higher standards, broader experience. Thoughts listed in terms 
of frequency are as follows: 11 more preparation, more professional 
traini~, higher standards 11 , 11 college graduate; bachelor 1 s 
degree", "forced to use non-trained personnel because of inadequate 
pay 11 , Ji master 1 s degree, master 1 s in personnel 11 , 11 educational 
qualification- and work experience 11 , 11 college degree preferred 
but right personality more essential, "more in-service training; 
• 
• 
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"more workshops", "liberal arts background", "personnel minded", 
·• 
"hard to find well-trained and experienced personnel to do 
residence hall work", "broad experience", "want residence hall 
personnel trained in counseling", "proven successful candidates", 
"training in psychology and guidance", "widows with no 
restrictive ties; mature women better than younger girls", 
"prefer teaching faculty on residence hall staff", "must. 
increase program in dormitories", "better salaries and better 
status should be given", "testing should be used to select 
personnel", and others. 
2. Conclusions 
Generally, the conclusion the writer draws from this study 
of the residence hall dire.ctors of the universities and colleges 
of the United States is that there seem to be some discrepancies 
between theoretically professed policies and practices in most 
of the institutions. 
The writer would like to point out the basic philosophr 
and policy professed by most of the institutions, and indicate 
the inconsistencies in their practices. 
Most of today 1 s higher institutions of learning claim to 
have the student personnel philosophy in their residence hall 
program. These universities and colleges recognize the 
residence hall to be an integral part of their educational 
program.. The student personnel concept considers educational 
development of all phases of a student's life to be equally 
important--her intellectual, emotional; social, mental, physical, 
and spiritual life. 
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It follows, then, that the director of the residence halls 
of these institutions should be professionally qualified, on 
equal par with the teaching faculty. 
This study shows many theoretical policies consistent 
with the student personnel point of view. At the same tim~, 
there are evidences of lag in practice. 
As far as selection and hiring policy goes, most 
institutions seem to have adequate and sound procedure. The 
screening of applicants is usually done by the Dean of l!lomen 
or the Director of Housing with ultimate approval usually in 
the hands of the President or the Board of Trustees of the. 
institutions. It seems that appropriate administrative 
personnel and groups are taking full responsibility of the 
quality of housing personnel appointed. 
On the other hand, there are more institutions which 
claim not to have any standardized criteria for the selection 
of their residence hall personnel. Is this because practice 
shows most applicants do not come up to professionalized 
standards? This seems to be contrary to the basic assumpt~on 
of the student personnel philosophy of providing professionally 
competent "teachers" to the housing phase of the student•s, 
education. In practice, hot-1ever, the survey shows most schools 
are able to pick 11 the best applicant" in spite of a lack o£ 
! 
standardized criteria because there are usually more applicants 
than positions available. 
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The methods used in screening the applicants in most 
institutions seem adequate and thorough. The single most 
frequently used method of evaluation in selecting the applicants 
is the personal interview. However, most schools use a 
combination of methods--self-evaluation, other peoplets 
evaluation, and housing administrator's evaluation. 
With the change to the student personnel philosophy of 
the residence hall in recent years, there seems to be change 
in the titles used for the residence hall personnel from the 
traditional 11 Housemother 11 to 11 Director" or 11 Head Resident 11 or 
11 Resident Counselor". However, there is no-concomitant change 
-
in their status. The majority of these housing positions 
remain on the staff level instead of being recognized as 
professionals or faculty status. 
The study shows that in practice, more women over 50 
years old are hired as residence hall personnel. Are these 
so-called more mature women better able to act as mother figures 
to the students and to ma.intain 11 discipline 11 ? The largest 
group of these older women are getting between $1,501 - $2,000 
per annum plus full maintenance. Furthermore, the average ratio 
between residence hall personnel and the resident student iS 
one to over 105 students. This data indicates to the writer 
that the older usually untrained widows are hired who are 
willing to assume residence hall responsibility on a minimu~ 
salary so that their immediate personal, physical, and emotional 
needs are met. 
• 
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Ideally, any attempt to be more effective "teacher 11 calls : 
for a smaller ratio between housing personnel and resident 
students. 
The practice in almost all the institutions indicates 
that some kind of in-service-training program is carried o~. 
Also, effectiveness of _the residence hall personnel is being 
measured. These practices are consistent with any professional 
endeavor. 
The situation as it now exists shows only half of the 
institutions taking part in the study consider the baccalaureate 
degree as important requirement. Although this seems 
contradictory to the ideals expressed by ali institutions of 
wanting 11 more professionalism" in the residence hall positions, 
. 
the lack of appropriate academic background of most applicants 
necessarily limits the selection of personnel-trained residence 
hall directors. The study shows that most housing a~ministrators 
are aware of the desirable academic knowledge in group work, 
counseling, student personnel and all of the personality 
characteristics which make for 11 good residence hall personnel", 
but the choice is necessarily l.imited by the quality of those 
applying for these positions. 
The survey asked for various complaints against the students--
the raw material of the residence hall personnel•s work. How 
' 
effectively are these students moving toward the various goals 
set up by each institutions? This question becomes the essence 
of the responsibility of the housing personnel • 
(}j_Q" 
How effectively are the problems that prevent this development 
and growth being resolved? An answer to this question indicates 
the effectiveness of the residence hall personnel. How many 
of the complaints are projections of the residence hall 
personnel's own needs? How many of them can be solved by 
basic knowledge and skill of human behavior? Much of it seems 
to reflect the inadequacy and incompetence of the residence 
hall personnel's ability to handle these problems. It 
necessarily follot.<Js that the effectiveness of these personnel 
depends upon the degree of professional knowledge and the 
presence of the desirable personality characteristics which 
affect the best relationship with the resident students. 
The most frequently mentioned complaint by housing 
personnel against students comes under the phrases 11 lack of 
consideration--thoughtlessness-lack of responsibility--
carelessness". These are elusive terms. Hm...rever, they are 
significant in their prevelance. Questions that the writer 
wishes to raise are 11 is this the normal behavior at this age"? 
"Is the residence hall expecting adult roles to be played by 
yet immature individuals 11 ? nHow much of this kind of behavior 
is a reflection of the ho~e, "of present day society 11 ? "How 
much are the schools doing in "character development"? What 
are the most effective ways of teaching 11 better behavior 11 to 
many individuals in the dormitories, in a limited time, without 
much structuring"? 
otoa 
The list of complaints by the residence hall directors 
regarding their own working conditions and status run the gamut 
of the elements which labor unions have long been combatting. 
High on the lists include, long hours, confinement, inadequate 
living quarters, lack of help, lack of own social life, low 
pay, low prestige, feelings of incompetence, no privacy, etc. 
What can the housing administrators do to relieve these 
complaints? How much are they deterrent factors fn getting 
appltcants who are better qualified? 
All housing administrators seem to agree on the basic 
idea of wanting more professional training, desirable 
personality traits, broader experience, a higher standard of 
' residence hall personnel. It seems obvious that the situation 
existing today is inadequate and below standard to properly 
affect the kind of purpose most eduoational institutions w~sh 
to accomplish in their residence halls. ·As Gilbert Wrenn has 
said, 11 There is· no more difficult administrative problem in 
the student personnel field than housing". 
3. Recommendations 
This problem of just what role the residence halls play 
in the university community is a vital one which needs careful 
evaluation by all educational administrators. 
The writer definitely feels housing has an important 
educational mission to perform. Vigorous attempts must be 
made not only to re-evaluate the basic philosophy, but 
definite steps must be taken to re-organize its personnel. 
The step must start in the top administrative level. These01 09 
administrators must insist on qualified staff to carry out 
the objectives of the university in the residence halls. 
Whatever conflict there is between the personnel and the 
fiscal administrators must be resolved and better coordination 
must be fostered~ All aspects of higher education cannot be 
left to mere experimentation, chance, 11personalities 11 , or 
common sense. It is too costly and risky. 
If higher education is to take seriously its role in 
molding the graduates it is producing, it must re-examine 
every phase of the student•s experiences in college. The 
residence halls have a vital influence in educating the 
university student. Whatever differences existing between policy 
and practice must be remedied. From the student personnel point 
of view, there is considerable evidence of sub-standard practice~ 
which the housing administrators must take action to correct. 
Housing administrators should expect fully qualified 
professional personnel as heads of residence halls. At the 
same time, these personnel must be given full academic status, 
equal renumeration and privileges as their classroom colleaques. 
Concomitantly, professional performance must be demanded from 
them. 
Responsible educational administrators must pool their 
resources and vigorous attempts must be made to professionalize 
the residence hall personnel on all local, state, and national 
levels. 
n1~to 
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RESIDEN"CE HALL DIRECTOR QUESTIONNAIRE 
by 
Peggy Yorita 
4 Charlesgate East 
Boston 15, Massachusetts 
Please ~ill out questionnaire completely and mail it back in the st~ped 
self,-addressea envelope by December 6; 1958 .. 
Please note definition of Residence Hall Director outlined in the covering 
letter as used in this study • 
.Ae Gene:ral Q_uestions:. . 
l. Name of Person completing fo:ciri: (Identity will be kept confidential) 
a •. Name: 
~~~~------~----------------------bo Official title~ 
~----~~~---------------c .. Name of university or College.: ________ _,_ __________ _ 
a. Address o~ University or College:_·------------------------
2 ~ En!'ollmen t of your University or College: 
a. :Part-time students · 
bo Full-time students 
c. Total number of students 
3.. Ty];>e of r:n.stitution: (check) 
a. Private - Denominational 
-b. Private - Non-denominational 
c. public 
women Men 
4. ·Number of women students in residence where the directors are 
selected hy the Un.iversi ty or College: 
a. 
Total 
5. What is the basic philosophy o~ Residence Hall living: (check one) 
a.. Academic Orientation - Is primarily an educational and academic 
process as well as provide basic food ana acco:rmnodations 
b.. Student Personnel Approach - Provides pro~essional services in 
academic, social, citizenship, and personal adjustment and 
development. as well as basic food and accommodations 
c. Managerial Concern - Provides primarily food and acconnnodations 
----a. Disciplinary Concern - Provides primarily nprotection and general 
welfare~ and is concerned with discipline as well as provide 
basic food and acconnnodations 
e. others (specify) 
6. Who screens and virtually selects or names the Residence Hall 
Director: (check) 
a., Dean of Women 
-b • nire ator of Housing 
c.. Dean of Student Perso~el 
-a. others (specify) _________________ _ 
?. The ultimate personnel, committee or board which officially gives 
confirmation to. the,· :Pi·eliminary selection: (check) 
ao Dean of Women e.. University Rousing Committee 
-b. Director of Housing -~. Board of TrUstees 
c.. Dean of. Stud..ent Personnel g., state Board o~ Education 
-d.. President o~ University -h. others (speci~y) 
-------
8., Applications from qualified and desirable Residence Hall Directors: 
(check one) 
a. .Ap];llications usually greater than ];lOSi tions available e 
-b.. A:PPlications usually equal :positions available 
c. Ap];llications usually less than :positions available 
9.. Do you have a fairly standardized criteria or standard of selection 
of your Residence Hall Directors: (check) 
a. Yes 
-b. NO 
~yes, may I have a copy of your criteria or standards of selection. 
lOo Method of application and screening: (check a:p];Jlicable 
a. A:P:Plication letter 
--b. Application fonn (If so, may I have a copy of fo:nn.) 
Co Personal interview 
-d .. Personnel Testing 
Kinds of tests used: (S:Pecifyj 
e., Health EXamination 
--f. Character reference letters 
_g. others: (specify) 
11.. Titles used: 
Fill in Number 
of Directors called: 
a.. House or Hall Director 
---b. Head Resident 
" 
e. Matron 
---- f. Housemother 
ones) 
Ce Social Director 
----- d. Resident Counselor ---
g. others: (S:Pecify) 
12. Status of Residence Hall Director in the University: 
(check applicable ones) 
___ a.. Faculty status (:professional or academic rank) 
l3o 
'Fill 
b. Personnel or Guidance status, but no academic rank 
c. staff status 
do other (specify) 
------------------------------------
Full-time and/or Part-time Directors: 
in Number of Directors 
a.. Full-time Residence Hall Directors 
--- b. Part-time Resid-ence Hall Directors 
---
Among :part-time directors: (Breakdown of item 13, b .. ) 
c·.. Graduate students 
do Teaching faculty 
--- e.. Other employment 
---- f 0 others: (specify) _______________ _ 
l4o Age of Residence Hall Directors: (Please indicate the number 
representing each category) 
Fill in number of Directors 
a. Uhder 20 years h. 50 - 54 years 
b. 20 - 24 n io 55 - 59 
" 
Co 25 29 n j .. 60 64 n 
d. 30 - 34 11 ko 65 - 69 n 
eo 35 - 39 n l. 70 - 74 
" f .. 40- 44 n m. over 75 
" go 45- 49 n 
.e 
15~ Do you expect your Residence Hall Directo~s to live in the 
dormitories with the resident students: {check) 
a o R.eq_ui~ed 
b.. P:ref'erred but not ~eq_uired 
c.. Not req_Uired 
16o What is the salary of' the Residence Ha11 Directors: 
(check applicable ones) . 
.Amount Per annum Full Maintenance· Part Maintenance ·Without Maintenance 
Below $100 
$101:·- 500 
501 - 1000 
].001 - 1500 
150]. - 2000 
2001 - 2500 
2501 - 3000 
3001 - 3.500 
3501 - 4000 
4001 - 4500 
4501 - 5000 
5001• - 5500 
5501 - 6000 
6001 - 6500 
6501 - ?000 
over ?OOO 
1'7. What is the ave~age ~atio be.tween Residence Hall Di~ectors 
the resident students: (check one) 
a. One Di~ecto~ to Uo.der 15 students 
bo tt n It 15- 25 
" Co n 
" 
It 26 - 35 11 
a.. n 
" 
If 3·6· - 45 n 
eo n It t1 46 - 55 It 
t .. It t1 n ·56 - 65 n 
g .. 
" 
n n 66 - '75 t1 
ho n n tl '76 - 85 It 
i. It 11 tt 8-6 - 95 . ' tt 
jo It n It 96 -lOp n 
k. 
" 
II II over_l05 It 
.. 
18o . In-Service-Training f'or Residence Hall Directors: 
(check applicable ones) 
ao organized o~ientation session 
bo Systematic and. varied in-service-training p~ogram. 
and 
Co EnCouragement and privileges extended f'or academic g~o~h 
do Financial aid f'or professional studies 
eo 'Encouragement and privileges extended f'or ~ppropriate 
workshops and professional conferences 
f'o othe~s: (:Specif'y) _________ --:------------
WJ~ 19 .. What methods do you~ to evaluate, app~aise or rate the effect-
iveness of' your Residence Hall Directors: 
(check applicable ones) 
a.. Rating or evaluation f'o~ 
--b.. Questionnaires 
c. Conferences 
do Othe:t'S (Specify) 
------------------------------------
Who does the evaluation., a:p:praisal or rating: 
(check a:p:plicable ones) . · 
20. 
----
a. Self - Residence Hall Directors rate themselves 
b. One another - Residence Hall Directors rate one another 
c. Administrators :.. supervisors of' Residence Hall Directors 
d. students - Resident students rate their directors 
e. others (s:pecif'y) 
------~-----------------------------------
21. What are the f.ive most f'requent. complaints or grievances given 
by the: Residence Hall Directors: Be s:pecif'ic: · 
a. Regarding students ~ 
------------------------------------~---
b. Regarding mrking conditions: (Personnel, hours, living conditions ) 
c• Regarding o-wn status: (Pay, own. inadequacies, low :prestige, 
dichotomy of administrator vs. counselor, etc.) 
d. others: (specify) 
------------------------------------------
22• What special qualification, :personality cha.re,cteristics or the 
like do you consider essential for Residence Hall staff' as 
compared to other :personnel worker? 
----------------------------
23. What is the trend of ¥Our administrative thoughts relative to 
the standard of' :pre:pavation, qualif'ications and selection of' the 
Residence Hall directors: 
--------------------------------------
B· Academic background and work experience of' your Residence Hall 
Directors. 
.. 
l. Academic Requiremen~: 
a. Baccalaureate degree·.· 
b. Graduate degree 
2 .. S:pecifie Major Field or· Study: 
a. Guidance and counseling 
b., Related Personnel study 
c. Social Wo:r:k 
d. Education 
. - Of Much Of Some Of Little 
. , Dn.portance Jlli:portance. !m.:portance 
-------- ~ 
c. 
Of' MUch Of' some Of' Little 
.. ~; :Dnportance Importance_ Importance 
e. - . G~oup work 
f'. · Psychology ., 
g.- Adm:fuistrat'fon. (Business, Govtt) 
h· Nursing 
i. ~eligious · Training 
j •. oth~rs (specify) _ ___,. ___ ~-:---
3. work EXPerience 'iri. related f'ields 
~. work experieJ:!ce ~n other 'f'ields 
5. Previous experience in Re.sideric'e .Hall 
6. commwii ty organizations, member·ship 
in prof'essional· organizations, 
volunteer work, etc. · -
. . . . 
7. Ma~ital status and f'6mily: 
.. 
9. 
a. Single . 
b. Married. (previously or presently) 
c. separated.·or· divorced 
d. · 13:~s .. had o~' .:~hildren 
Skills, knowledge and ability: 
a. Administrative and J!:::ie~cti~ive 
b • Counseling 
c. Group work .. 
d.. Pariiamentari'an 
e. Teaching 
f' .. "o'thers {sped.f'y) 
otri.~~ · iin.portant "considerations~--
a ... 
b. • ,, :,r. ' 
specif'ic motivation,- personality anQ. other qualities o:r your Residence 
Hall Directors. _ 
1. What are_ the var:i.ous motivati9b.s ·-of' those seeking Residence 
Hall employm.eni;: (Please number 1, 2, etc. in order of' prevalence) 
No. in_ order-.. · 
a. security - f'inancial, physical needs 
b. security - Emotional, f'eeling of' worth 
===--=- c~ prestig~ _ and '·;power -
d. work EXperience 
__ e • , Missionary Spirit -
:f'. ;··Ability and interest of' working with young people 
~ · -_ dareer personnel 
g. others (specif'y) 
·~-· 
2. Please c:Q.eck the necesaary qualiti~s· you· OOD;si.d.~l":'.i:rJ; QllO.O.fli1il8 
your· :Residence Hall nb.•ec.tor.s! 
Ot Mlloh Q~~ $~o~.· O:f Little 
.......... 
~-- ... ,.--
lP.!.po~-ta~Q• Jm.llo~~n~e- l)nportanoe 
a. 'Health - soundness of phys-ical 
condition, stamina· 
b. Intelligence.- ability to meet 
different situation effectively 
c. Professional attitude and conduct 
- Keeping confidences, objectivity, 
working thru. proper channe:ls,. ethi.oal 
a. Deep respe-ct and interest in· young_ 
people - understanding and .kl:lowledge· ot.. 
the development of students 
e. Good grooming -neat and.attracti~e 
appearance 
f. Emotional stability - well adjus·ted 
personality 
g. Integrity - sense of worth, se·lt-
confidence 
h. Moral and"religiou8 values . ...: good': 
character and wholesome philoaophy .. 
i. Sense o:f humor · 
J• Wide in-terest - interests_ in the 
various arts of life 
k. Good judgment - mature and imp~::U._Sl; 
thinkillg ' ' 
1. ·SinceritY 
m. Objective - fair and free trom 
prejudices· 
n. Friendly .;.. approachability, easy to 
estabiisli rapport ·· · · 
o. Leadership - inspirational, ab:1l.iW 
to stimulate 
p. cooperative spirit - ability to get 
· -- along-w.ith people · · · ·. · ··· · 
q• Respec:hiv~ - ability to see pa~t as : 
well''as 'the whole ' 
r. DD.ders:tand own limitations .. as :w.eU .. 
as· strengths· 
s. Patience · 
t. Tact :·:::'· 
u. Poise - dignity •. soci.al eas.~ 
v. Adjustable - ne:x:ible, openrirl.nded;nep 
w. others (speaify) _____________ _ 
.. -. .. LL. 
,_,J. .. ,,.u~(. 
" 
... z __ .,s--. :t .. 
......,,.,_,.,.a __ !f_ -• . . •. A::;; 
L.Z~······--· 
---~2-- l~- ' .- .. £..~--- •. ]_ .. ~···· 
---· p L--~--· 
3·. How a:re the. ~ore going; (item 2 ) .. P~J:'.SQI).J31;,1~y · Qh~;ra;~;e.l"i;.S:t.1.cS vmJo:tl 
you consider important detel'IIiined: tc~l;le-clt ~p:pl_~oQbl~ o~~s) 
a. Personal interview 
-b.. conferences 
c. Testing 
-d. Character references 
e.. others (speoify) ____ ,_ __ _.... ___ .................... _ _. 
' .• 
.. 
. ·' 
-, ------ ----- ------,----
O:t:1Ja 
4 Charlesgate East 
Boston 15, Mass .. 
November 15, 1958 
Dear Sir: 
As my Master's degree thesis, I am making a survey of the status, 
background, personality and other characteristics of the Residence Hall 
Directors in the Women's Residence Halls in the various Universities 
and Colleges of the United states. 
I would like to sincerely solicit your kind cooperation in answer-
ing the attached questionnaire. The results will be used for statistical 
purposes only, and your individual identities will be held in strict con-
fidGnce. 
The following are three basic considerations I would like to em-
phasize: 
1. Will the administrator who ~screens and virtually selects" 
the Residence Hall Directors of your University or College 
Women's Residence Halls fill out this questionnaire. 
2. For my study, the definition of the Residence Hall Director 
is as follows: J.my personnel worker who 1) is an individual 
in charge of the direction of a living unit or house who ad-
ministers matters pertaining to her living unit as well as 
works with resident students individually and as a group 2) 
selected by the University administrators and responsible to 
them 3) carries out her duties as outlined by the University. 
This may include heads of sorority houses or non-University 
owned houses. However, this excludes undergraduate student 
counselors, cooks, maids, etc. 
3. The answers sought to these questions are essentially what 
you as the personnel administrator in this vital position 
use as basic considerations to determine the Residence Hall 
personnel who would carry out your purposes, aims and phil-
osophy. 
Please insert comments and criticism wherever you wish. I shall 
appreciate a quick reply by December 6, 1958 if possible. There is a 
stamped, self-addressed envelope enclosed for your convenience. May 
I thank you again for your cooperation in this study. 
Sincerely, 
(Miss) Peggy Yori ta 
Encl. 
--- -----. __ _ 
Alabama 
Arizona 
Alaska 
Arkansas 
California 
Colorado 
LIST OF UNIVERSITIES AND COLLEGES 
University of Alabama 
Alabama Polytechnic Institute 
Alabama Agricultural and Mechanical 
Tuskegee Institute 
University of Arizona 
Arizona State College - Flagstaff 
Arizona State College - Tempe 
University of Alaska 
University of Arkansas 
Arkansas State College 
Agricultural, Mechanical and Normal College 
Stanford University 
University of California 
University of Southern California 
Pomona College 
College of the Pacific 
Mills College 
Occidental College 
University of Redlands 
Whittier College 
Uni varsity of Colorado 
University of Denver 
Colorado College 
Colorado Agricultural and Mechanical College 
Connecticut University of Connecticut 
Connecticut College 
University of Bridgeport 
St. Joseph College 
Delaware University of Delaware 
District of Columbia American University 
Catholic University of America 
George Washington University 
Howard University 
Florida Florida State University 
University.of Florida 
University of Miami 
.Stetson University 
Georgia· Atlanta UniverSity 
University of Georgia 
.Mercer University 
··Wesleyan College 
• 
Hawaii 
Idaho 
Illinois 
Indiana 
Iowa 
Kansas 
Kentucky 
Louisiana 
Maine 
University of Hawaii 
University of Idaho 
Coll~ge of Idaho 
Idaho State College 
Northwest Nazarene College 
Northwestern University 
University of Illinois 
University o,f Chicago 
De Paul University 
.Augustana College 
Bradley University 
Knox College· 
MacMurray College 
National College of Education 
Indiana University 
Purdue University 
Valparaiso University 
De Pauw University 
Earlham College 
State University of Iowa 
Drake University 
Coe College 
Grinnell College . 
Clarke Co].leg~ 
Cornell College· 
Morningside College 
. University of Kansas 
If'). : 
t v.11.4 
Kansas State College of Agriculture and 
Applied Science · 
Municipal University of Wichita 
Washburn University of Topeka 
Ottawa University 
Berea College 
University of Kentucky 
Georgetown College 
Transylvania College 
Tulane University 
Louisiana College 
Louisiana State University and Agricultural 
and Mechanical College 
Northwestern State College of Louisia~a 
University of Maine 
Colby College 
0:1.1.5 
e Maryland University of ~~ryland 
Goucher College 
Hood College 
St. Joseph College 
~ssachusetts Brandeis University 
Jackson College 
Mount Holyoke College 
Radcliffe College 
North$astern University 
Regis College 
Simmons College 
Smith College . 
University of I~ssachusetts 
Wellesley College 
Michigan Albion College 
Michigan State University 
University of Michigan 
Wayne University 
Western Michigan College 
IVlinne·sota University of Minnesota 
Macalester College 
e Hamline University Carleton College 
.M~;s s i § s i!2l2 i Mississippi State College 
University of Mississippi 
for Women 
Mississippi State University 
Missouri St. Louis University 
University of Missouri 
Washington ~niversity 
Lindenwood College 
Montana Montana State University 
Montana State College 
Nebraska University of Nebraska 
Creighton University 
Nevada University of Nevada 
New Ham;Qshi~e University of New Hampshire 
Rivier College 
New Jersey Drew University 
Rutgers University 
~ New Mexico University of New Mexico 
• 
New York 
North Carolina 
North Dakota 
Ohio 
Oklahoma 
Oregon 
Pennsylvania 
Puerto Rico 
Rhode Island 
South Carolina 
South Dakota 
Barnard College 
Cornell University 
Skidmore College 
Syracuse University 
University of Rochester 
Vassar College 
Sarah Lawrence College 
Bennett College 
Duke ·university 
University of North Carolina 
Women's College of University of 
North Carolina · 
University of North Dakota 
0:11_6 
North Dakota Agricultural College 
Bowling Green State University 
Ohio·State University 
Kent State University 
Miami University 
Oberlin College 
Ohio University 
Ohio Wesleyan University 
University of Cincinnati 
Western Reserve University 
Oklahoma College for Women 
University of Oklahoma 
Oregon State College 
University·of Oregon 
Willamette University 
Beaver College 
Bryn Mawr College 
Pennsylvania State University 
Swarthmore College 
Temple University 
University of Pennsylvania 
Seton Hill College 
University of Puerto Rico 
Pembroke College in Brown University 
University of Rhode Island 
Columbia College 
Furman University 
University of South Carolina 
Winthrop College 
Augustana College 
University of South Dakota 
• Tennessee 
Texas 
Vermont 
Virginia 
Washington 
West Virginia 
Wisconsin 
~Iyoming; 
• 
David Lipscomb College 
Fisk University 
01.17 
George Peabody College for Teachers 
University of Tennessee 
Vanderbilt University 
Abilene Christian College 
Baylor University 
Mary Hardin - Baylor College 
Southern Methodist University 
·Texas Christian University 
Texas State College for Women 
University of Houston 
University of Texas 
Brigham Young University 
University of Utah 
Utah State Agricultural College 
Bennington College 
University of Vermont 
College of William and Mary 
Hampton Institute 
Mary Washington College 
Randolph- Macon Women's College 
Sweet Briar College 
Seattle University 
State College of Washington 
University of Washington 
Whitman College · 
West Virginia University 
West Virginia State College 
Beloit College 
. Lawrence College 
Marquette University 
University of Wisconsin 
Milwaukee - Downer College 
University of Wyoming 
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